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Preface ’ . %

{his tra1n1ng manual is one part in a set of instructional

]

materials developed to fac111tate the eFforts.o?/Geprg1a
educators in the p]ann1nq’and|1mp1emenfat1on of comprehensive

career guidance programs. The manuaT is S1m11ar in format to

°
-

p
other mater1d S 1n the ser1es The mater1als,are designed for/'
T,

\\use with sma]] groups of counselors, teachers and career -

A
; \/évelopment spec1a11sts who are'1nterested in 1mprov1nq their; -

; career/gﬁﬁdance competenc1es Edch unit of tra1n1ng materials
is based upon a part1cu1ar aspect of a comprehens1ve career

"gu1dancegsystem Through th1s systemat1c approachithe need for
$pec1f1c staff deve]opment proqram mater1als and act1v1t1es

can pe determined ind documented ' «‘\\

.

Re]ated mater1a1s pnoduced by the Ceorq1a Career Gu1dance§ -

r

'ProJect 1nc1ude auJio cassette rgcord1nos transparenc1es, a -

Sound/sl1de series, a needs assessment ynstrumenx, chartsy and
‘ i

varloki er suoport mater1?15 \ C

- 1
STAFF DEVELOPMENT WORKsHOP MATERIALS

{ . / ot

: ‘CAREEPLGUTDANCE TE/AM,S‘

;-

= GRADES 7-*2 .

s

ey,
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Coa . - . . . -
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Use Activity 1 - A B, C to open the workshop, Pass out the tra‘ln!ln
packet after completmn of C (ei ther by sect1on. or-as-a_ total manual).

- N \

.r { - e . € Ve . ‘
M 4 - . M . . . oﬂ\ i - .
. / .. . v . ;4 'ACtiV'It 1 . \ . : ~
. L= . Ve . ST - o R
s - A ‘ ‘ '
A. Ask éach parucipant to place respons’es to the followinq
N four qu?stwns on the corners. of “thé name t?g, ancK then milN around AN
. ~N 5. . .
ih the group for a few minutes of open discussion, ; e ' V-
: ~ o SR P . ) LN
. ' . Draw-a c1rcle on a corner of, your nameta,q. C o
] ‘Tmagme the circle tn represent a clock. ' p 4
.l ‘How much of vour day would be representecr .4
o« by work hours" How much wguld be 1e1su,re' -
; . hOUY‘S’ : - - - . ')/ -
NEY ! : 1
L. 2. What is the name of an Qccupatmn you re- ‘-\ B %
. ‘spect most highly? oA : .
o 3.  Where is your favorite place of ]e1sur o, ' . /
" Answer this que®tion by rawing a sym 1 : / ') v
o ‘ _representing that place m the th rd™ - =
-7 ' corner. .. - - -
i : . -
- - T~ -, . 4, Yhat occupat1on would you cons1der“71ter1ng !
(. other than your presen one" p .
e ‘
. « One’way to help part1c1pan s get 1nt6 this exerc1se is ? )
f ~  to use yourself as a mode]k giving sariple answers ‘from / ~
- your.ovn. experiences as yol -ask them to complete their " ®
. hame tags. / & - [ —
\ ‘ N
e g . M1 of.the following quotes or paraphrases contain thouqhts

or 0p1n1ons re]ated to VOgs or 1e1sure. S1m11ar to\the game’ of charades,
you w111 ask for“’ three or four,vo]unteers each to p1ck one of thes quotesV
or paraphrases at random Each vo]unteer #i ~spend about 5 m1nutes thinkzng

, about thes. se]ected quote and wﬂ] then give a bmef presentat1on to the .

b group, e]aboratn.q on - the v1ew’r}resq1ted in. the selection. Each presentat1on /

N N
. g . S /- i
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I '\ L Wh1ch is th

. {/,
'<::\ 3. "Work as’ product1ve aot1v1ty that ho1ds persdha] /

-

Y - i o >

. ,Iﬂ'. ‘ Ce . ' : .
* owill be followed byQa d15cuss1on of t e view presented chusing on:

the group 's react1ons to that view, tot to the person who presented

. .
- .
\ N -

' - ,~ .-

it.
.Quotes and the1r Correspond1ng Sources: 2 .Y 7

‘ff~N<1£§ "Y‘H?can 't eat for eight hours a ‘day nor dr1nk for .

- e1ght hours a day nor make love for e1qht hours a

oy day -- gl yoqjyan dq\for e1qht hourstns wofh

body SO m1$erab1e.and unhappy." (Dﬁmbctﬁquote from -

. inlyam Fau]kner/;as quoted in Work1ng by Studs

-
-t . R}

no't identified.) 2w
-»Z’Iéi"The5 wofi ethic' holds that 1abor 1; good in itse]f

thét a man or woman betomes a better person by virtue -

4

_ :f the ~act of working. America»sﬁtompet1t1ve spir1t

S \ Y
‘ : the 'work eth1c of th1s peop]e. is alive and we]]...
3 -t ~
‘ — . (Dlrect quote from R1chard>M N1xon. as quoted in
/
'.~work1ng by Studs Terkel; aﬁparently from.a speéch

N

'~de11vered on Labor Day _1971 ) *
T~

meaning and sat1sfact1on for -the individual is the
)

u1t1mate goal of career educat1on.“ ‘(Quote from

pp. 23-24 of.Career'EducatiOn: Whatﬁﬁt Is and How \»' )
To Do It, Second Edition; hy Kenneth B. Hoyt,_Rupﬁrt
e M. Evans, Edward F. Macktin, Garth-L. Manqums Qlimpus

Publishing Company, Salt Lake City, Utah, 1974.) -
N ' ) 4

Cor -

( Terké], specific Fau]kner work conta1n1ng the passage -

N

SOn why mar;- makes h1mse1f’and every- _ ; N |
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- -4, “The process. of se]f—1dent1f1cat1on -- tg take

L

the measure <of . S potency. to- prove one S
) PR I self, to d1scover;

a sphere for consequent1a1
s R act1on -- actiﬂ1t1es that fu1f111 this function
: L ‘”’often (are) found avay fromfgne's job...(With).._\\
' 1éisufe-ffme activities (servino) as the sphere
for self-definition." (Quote from p. 138 of

©  Mork, Leisure, and the American Schools, Thomas

'F. Green, Syracuse University, Rangom.House,

Mew York, 1963.)
5. Rather than }ryino to make iogg;more meaningful, we

should try to help more people find meaning in their
lives, toldiscover a-"work"-to be accomplished which
is different from their "job" -- one -shouldn' ‘have
to find one's work in one's joh. (Parqphrquﬁof a
view once. exoreqlijfby psychoanalyst Bruno Bettelheim;
specific source/}n wh1ch th1s view is exﬂressed is

;}1

not known.) {

6. My father taught ‘'me how to work. He did}not teach me to
Tove it -- A. Linco]gz, : '

7. Perhaps three-fourths~o% the patients who come to
psychiatrists are sufferiné from an incapacitating
impaimment of\their satisfaction in work or their
abi]ity to work. (K.A. Nenn1nﬂer ‘Work as a soblimation

N

A Rulletin of the Monn1nqer Clinic, November, 1942, p. 170,)

b
(e

4




o ‘>\- o : . )
- L _ '
o f - j | ‘/l — .
8. The rejection of'ihe,work;ethic'-- 1fvthereiis |
such a ghenqmen@n;outside of fhekﬁéﬁd]ines - ‘%. _ .
therefor® does notireﬁresent hedonism. In part
it féprgsentJ a reaction against long decades of .
overviorking, and a riqhting of the Ba]ance, ‘
, H(P.F. bnucker{ Management: Tasks, Responsibilities
;Hd‘Practices, 1975, p."1§6;)_ ‘
- 9. The sad fact is that most Amgricans are unprepared
| to use their Teisure for‘much more than . fur and y )
games, In'facx, they Titerally must "work" at
enjoying themse]vest‘and our recreation ha§‘become
just as_tedious as our jobs." (Rettie, D.F, A .

Hley Perspective on Leisure: Parks & Recreation,

August, 1974, p. 24.)
10. "For too long we Bave been Tiving in a world ip which

our entiré edhcation, 6ur whole philosophy, everything
L ' we say or-do is predicied on.;‘world of work...We : \
push our children's educations so they can find jobs.

Wle educate them to.make a qood living -- not-to make

a good life." (Psychiatrist -- Alexander Martin in

] .
. Parks & Pecreation, August, 1974, p. 24.)

To make the gaﬁe a 'little more interestinag, the 3 x § cards which: the
volunteers seclect should ﬂgg.contéin the identity of the source; once the
se]ectjon has been discussed thé Teader can ask if anyone knows or can quess
.the identity of the source, but shou]d not reveal the correct identity'Until
towards the end of the discussion, and theh ask if knowing the 1dentity’of
‘the source changes their reactions to the quote, and if so, how?

) . : . ‘ = L
Q . ‘ . as




Such guestions as "What does this selection tell us about the
values and attitudes of the source quotes?" can enrich the va]ue/of

the discussion., >

. o - C. This exercise is designed to .increase participént awareness of
various impressions of the concepts of work and leisure. The following

brainstorming activity is suggested to stimulate response. ’

1. Ask participants to close their eyes and think

about the past’ week.

{ , I
2. Say "When I say work"; what is the first thing

that comes to yolir mind?

What are peu doing

in #R8t scene? “Who is there? How does it feel?

3. Ask participants to open their eyeé and jot -
down some brief notes on their thoughts.

4. On the board, record all the ideas from the group. .,

5. Repeat process with the word "leisure."

When you have finished your brainstorming you may want ,to refer to

has generated.

Work

Duties

Labor

Toil

Drudgery

Making a living, earning money

Solving a problem, figuring
something out -

Doing something productive

Doing something for a purpose

Doing something hard

Task .

Occupation

Career

Supporting a family

Accomplishing something

the list given below to supp]ement‘or compare with the 1ist your class

Being busy
Boredom
Routine

"~ Being involved

Being forced to do something
Tension

Frustration

Work ethic .

Thinking

. Doing something useful

Being responsible for something

Deadlines

Commi tment

"Trying to achieve a goal

v
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A

‘Leisure
Mot being in a hurry ) Entertainment
Time away from work; free time Pelief from bbredom
Pest Having nothing to do
Relaxation < Boredom, tension, frustration
Sports Rreak from routine .
Hobbies . Escape
Social activities such as parties Excitement
Club activities such as hobby clubs Freedom
Civic activities such as committee Self-expression
meetings S Creativity
Voluntéer activities such as in Doing what you want to do
hospitals - Choice
Church activities o Having fun

Recuperation from work
Save these Tlists for use again in a later activity.

fiow hand out the Training Packets and allow tire for participants to
become familjar with the material in the introductory section.




I. - Introduction . 1

. For each of us, a Tife style isfdetennined\by.the
interaqt{on of our work and leisure environments. In his book,

The Future of Work -and Leisure, Stantey Parkaf ﬁékeé the point

‘that\we must searchlfor'dhportunities’to develop our own

_ individual potgntia]s. Hé,stresses tﬁat no individual or
organization exists that will develop us as persons. The
reéponsibility‘for se1f—dcveloément is internal (Parker,‘T971).
'In order to préss for opportUnitqu to rea]ifé our individual
‘potentia1itieslin both our work ;nd our leisure eqrironﬁénts.
we %eed.to und%rstand the ways in which the two ehvi?onmenté
affect each othér as well as the interaction between them; we
need to be ab]é to ideniify our own persona] va[;es, needs,
‘ana aSi]ities within each of the two‘environments;'ahd we need

the capability to plan and achieve’a'satisfactory and fulfilling
= . - )

L4

match amonq our work, leisure environments, and our own personal ‘|

values, needs, and abilities.
M :

a

Y] Activity 1

j
A. You will be provided with a mame tah for use in an

activity to help you foecus on personal asnects.of work and -
Teisure. ’

6. The workshop coordinator has been given a number:of
direct quotes or paraphrases from a variety of sources, all of
which contain thoughts or opinions related to work or leisure,
Similar to the game of charadﬁs, the coordinator will ask for

. &

I



.group's reactions to that view, not to the person who presented

all the d1fferent definit1ons and connotations assoc1ated with

‘each item; the similarities and diffe?ences”between the two

and leisure. The workshop materials and activities are designed .
identify student outcomes in the area of work and leisure

career guidance processes for a§h1ev1nq thos& outcomes Prdgram

-

three or four vo]ynteers eaé;'to pick one of these quotes

or paraphrases at random. Fach of the volunteers will spend

five minutes think1nq about the selected quote, and will then \
give a brief presentat1on to the group, e]aborat1nq on the
view presented in the,se]ection.' Each presentation will be

' ~
followed by a discugsion of the view presented, focusing on the

” 1,

it. : , 2 a
' . _ )

C. The workshop coordinator will put the two separate

headings "Work" and "Léisdre"ion a large blackboard for stimuli

in a'brainstdnning session designed to produce a group list of

each term.. The group w111 then d1scuss the connotatfons of .

lists and between the items in each ipdividual 1ist; and the
relative i mEortance n¥ each item to people of different aqes,

sexes, social classes, and societies.

‘ X k& Kk %k k * Kk Kk KX
. § 5 L :
These introductory activities were designed Yo start you

thinking abqut the meanings of and re]atjonships between work g
to help you acguire knowledge and skills which will enable you to
- ]

environments End to seTect, develop, and implement various

strateqids for ach1ev1nq student outcomes will be hiqh11qhted

also.
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I1. Orientation and Organizational Format
v 4j .
& After allowing sufficient time for participants to read this section,

encourage brief discussion of the various elements of this packet and
then proceed to part III,

ITII. Text and Activities for Knowledge Obje tives

A.- Trends and Job Classification Systems

“

, S Activity 2

L 4

Divide the parficfpants into small groups if the total number perhits:
Give each group dne of the ]O,tfend cards, Each group will then be asked

to prepare a list of 5 possible outcomes of their trénd, either positive

.

& . T _
or negative, Tﬁese trend outcomes will then be written-on cardg)and used ©

<

as part of a role-playing gamé and/or discussion foqusihq ~ e ya}ious
‘effects trends may have on occ *tjonai,succpgs, u
. For example, one trend deals with increasing numbers o, )meﬁ'in the
work force, .One possible outcome of this trend might be:
JSorry, if you are a man, we have just hfred an equa11y qua]ified‘
vioman for thé job, \le need more women." :
Another possible outeome miéht be:

"We will hire a husband-wife team to do this job for 50 hours a week,

splitting the time between them,"

\

7
ba
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IT. Orientation and Organizationa] Format - v
3> -

A few short decades ago it would have been unnecessary to-

provide students opportun1t1es for 1earn1nq more about* work*

and leisure env1ronments. At a time when children assumed 4

produotive and responsjble.roles 1n the1r‘homes and eommun1tie§, _

they’Were well acquainted with work, work expectation§ and
1ei§ureﬂ(or non-work) expectations. . Vicarious 1eaﬁning r
experiences in.school merely served to supplement thehmore
extens1ve direct 1earn1nq exper1ences in the home and community.
‘In pre- depreSS1on America youth learned about the occupations
and social activities of family and commurity members through
first hand experiences, We -l tﬁgﬁ m ith not only
served to augment tne family ir put a]so provided an impor-
tant means of;Personal,growth ar.. development. = Several soeietal
and economic changes have dramatically affected the int raction
among children and their families and coomynities., No\longer
are young people we]comed into the work1ng—commun1ty In fact,
today's adolescents are experiencing increased periods of N
“segregation from active, purposeful and responsible parédcipation
in the Workdng world as they are pressed to spend an increasing
amount of time in fohma] educational structures. As a result of
thje foreeﬂ\eraration they have been unable to develop an

experiential understanding of society and the world of work.

For yohth, the once action-rich environment has now become
action-poor (Coleman, 1972).

I

‘)

Shiftglng
Zearning

environmeni
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Perhaps: through the sghools some:of the current
unreal. expectations about work that are.held by young -
‘people can be dispelled, thus avoiding much of the i
disappointment and frustratien they feel when they

take their first jobs (0'Teole, 1972, p. 145)s.,, - v

Students deserve the charce to be;tér understand work and
: . . . R
the characteristics and e]gTents_of the:two ehvikonments‘seem
endless.- A.simplified perspective of this studéntjheed é}ga.,
can be gained from 160k%nqat.fhe ceﬁponepts'separately;‘
wd}k {s.an integral part of 1ife. .Thé pfebaration of young

peoﬁ]e for such adult roles as work has lor "een a major

“responsibility 2d by the family and the school. Changes in

such aﬁgaé as work world structures, work force'characteristics;
1ife style desfres, and meanings associated with work have‘com-

o , . .
bined to produce unprecegented pressures on young people today.

) ~// "' T‘ECEU%?ZMN

S/ /| VETERINARIAN | |
af | ELECTRICIAN
|  |DRAFTSMAN L
\METEOROLOGIST| .
MECHANIC
: "DENTAL. .

’ N e L * - s
leisure environments. -The variables involved in understanding
var S ved L

lAssisTANT




Confronted w1th techno]oqicai society, estimated by some to .
5 contain more than fifty thousard oceup%fionai alternatives and a

.\§
o myriad of entry requirements, young pedple: often become over=- ” /) . \\\g
BN ' . g
.

, wheimed and biindiy accept the first oé}upationai or educationai /'_ . ~‘,;'
. e
. option open to them. Students deserve he1p in decoding the - _ v

- ' "comp]exities of the work world They need to know what. kinﬂ; of o ‘_i~ I
. N ‘

occupationai and educationai options are open to peop1e with
their characteristics, skills, and Tife sty]e de51res. S 7

\Stu‘ s deserve to know what 1eveis‘of basac education are
appropriate or specific types of ocFupationg, what occupational

o~

compétencies must be mastered before one is allowed to assume | - \

~r

responsibiiities 1n,§/n11ed occupations semi- professionai Y oy

occupﬁtions Ticensed ocdupattons the effgéts on entry and

advancement possibilities of such factogs as social class, .

1eveis of mot1vation and aspiration, attention span, pr1mary
and special ab111t1es marital status, ethn1c origin, mi]itary N y
experience, geoqraphic preferences' sex, employment history, .
physicai characteristics - including handicaps etc.; hon _
changes in technology, safety and'sanitation reguiations, product Emperiential
s Knowledge
design and the life modify manpower demands, and what empioyment - \
' factOrs such as job characteristics, adaptabtl;;y, work /; ]
\ satisfactioh pﬁtentiai earnings, .will contribute to wdrk
adjustment The school must ass‘hfzsgggonsibility for providing : .
experiehces'whicbw\oster 1nd1vidua1 understanding of and

* pa rt1crpation in the world of work, §On1y 1f the student/ is

pa
germitted to 1earn aboﬁt occupations and to try out his/« : ‘ _,.”
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an-he make decisions freely and . T T,

@l ©intelligéntly. = -a . .

s T . Py

.77 capaéifies and'tnigrégts c

\© . The.centra]ity of work in detemifing an individual's future -

2 B b . ) - ‘n E .

~ Tife style 1s well knqwn, but the importance'of-leisune/ﬁursuits<: Co

e o ' . . ) ; .
-«ts‘not 'so well defined. Students need to explore the values and .

e L ,/ " ’ o E “0 " | S

es of_people in variod§79ccupatioha1 fields to un&er-' Leisure Valueg

. ) A A . : . , . -

" " ’ N oo it . . L.
%t .- éstand how work and leisiure are i?terrelated.. Leisure and e C \.

"’_gife s

~

recreation need to.be valued rather than consid§}qg §o¥£thing o T
Tass fﬁah;work. The impoﬁ%dnce of leisure to the quatity of g\' K “ )

. . NN
life demands that we provide children increased opportunities
a . e ‘/l'/ . , LR ’ .

‘ to develop lejsure interestsghrd skills. ‘At present we allow

thisfdeveﬁopmental process to occur by chance in bite of the‘ | V4

_evidence that suggests a direct relationship betweéﬁ\thg lqisure
iﬁVp]vement of an‘individgaf-as‘a.chi1d'and the leisure activity . o -

: : - ¢ .- - R ) ) .

#» of the individual a$ an adult (Yoesting & Burkhead, 1973), = '

4

Studerits desnge oppoftunitiés qu.active 1nvo]v¢mént‘in a

o variety o%‘feisure activitiés; Too often oﬁr spoﬁsoriﬁﬁp of
r : organized atﬁ]etic programs has rééd]téd in a spectator-consumer
roie, the reversenof,gct{vg invQlyement. The finely tuned -
'seiectibn proqess'wﬁereby only those who excel in physical o

_skil]S-are‘a1lowed to participate encourages a .passive

»

.

I observation role for the many who are in most need of aigjve ~
) .

. 1nv03yéﬁent. The same non-pifiicipative role is oftea

i

,Q_ .
encolraged in other nor-physical areas of leisure. s

| 3
Vs §




hm ‘of 11fe for a person, 1t is more 1ike1y that the

4

—

— \

~

-~

~

(l

0" . . =

T e most 1mportant change #n work Wil] be’ . (
.. that it will .become chosen rather than socia [y o
imposed activity . . . individuals-will be more

and more free to choose«their work rather than Iy
~condemned to actept it.
apd 'free time'!, which.have drifted so far apart ;\j//
at present, may be partly reconc1]ed (Levitan &

Johnston, 1974, p. ’ :

s

d,‘

- interactiow of tpe two w111 serve/that function. *

160).

| \

< r f
>, ' .t .
) ..

i// ‘9 Stu&%nts deserve to know about the re}ationship oﬂ/work
' &hisw& Whﬂe e1theﬁ wbrk or 1eisure can become the basic
LY A '
rh

s

4

1
~

The concepts of work .
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‘ ; L ' Evidence of-student heeds in the area of WS%h and 1 isdre

env1ﬁonments\can be.documented in a rev1ew of - several soukces.

o Coe AN x\ ‘5j

A
v A statew1de needs assessment coqducted by ﬁhe Georgig

N « Career Guidance Proaéct concluded ‘that Georgia high schoo /}

students

"y-

Lack <the ab111ty to v1sua11ze themselves

’ in a work sett1nd \ .

Lack kﬂoWWedqe about job duties, working
cond1t1ons, occupat1ona1 interests and ’
skills, and occupat1ona1 prepar tion —
requ1rements i .;;\ ?}

v
[}

Are not 1nvo1ved endugh in exploratory
.occupational experiences .

o l Exhibit traditional sex role stereotyping
: of occupatiyns

Want to le about working cond1t1ons of
JObS ¥ at\:Pe of interest to them

Want to learn more about what to expect
on a job. Y

S, v .
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Simi]ariy.7the American Co]iege/Testino Proqram¥conc1uded"

/o
\

fro? theirhﬂationai Needs AssessmEnt Study that many sto\ents s

may be making career det151dns with thé aid bf only a-limited

,knowiedge of the world of work (Noeth Roth’ and Prediger, 1975)

A Spec1a1 Task Force for the Sechtary of’ Health EdUCafion and

7,

Ne]fare documented and then d1SCUSSEd many 1mportant tobics a

relating to Work in America 1974) the function of work, o

'changing attitudhs toward work; blue and white'coiia( problems; .
A , . \ ,

conditions of minorities, and women workers; work ahd health;

i

the redesign of jobs; and relationships between work and

schooiing Work is Here to Stay, Alas (Levitan & Johnson, 1973)

and workinqlgTerzei 1972) are other major sources that have
focosed on th1S‘t0p1C. 4 4

The white House Conference on Youth that deals withﬂmajor .
national crises noted that young pegple were frustrated over the
following: (Venn, 1972):

1. The lack of any real.experience in society -
either work experiences or relevant societal
participation

2. The lack of flexibility in educationai D .
processes and programs

3. The lack of optional patterns toward
preparation for.the future

4. The lack of knowledge in counselors and
teachers as to what the future would be or what
the real world is like today

5. The apparent lack of concern by the
educator for the need to change

Important State reports also support the need for educa-
tionai contribgtions to desired student outcomes in the area of

f . f b3
work and leisure environments. A commission of the Georgia

_ State Board of Education formulated Goals for Education in




E e ' ' .
; \J// Georgia which included the following statements (1970):

It 1s desifed that'the individuai . .

appreciates the vaiue of'the occupations of

R . " - others

: '+ < o« pOSsesses an appreciation of work as desirabie
- : and necessary

- “ . . . understands. and values the functions, relation-

* T ships and résponsibilities of labor and

. . -management in a free $ociety : .
- e e Eo:sggses knowledge and undetstanding of a wide
p

3\ ¥ , variety of occupational fields
. ..« possesses\yride in workmanship and accomplishmént
oy « '« & respects.and cares for the property of his
@ " "% employer and fellow, workers, o
" . o . possesses ability to adjust to changing jobs jﬂugqg%
. ¢ ., and job requirements ' a2
- . . . recognizes the impact of science and technology
: ‘on jobs and job requirements
Ce . . . possesses sufficient skill and interest in an
LI . areagof activity other than that of his .
vocational choice to be able to make constructive
use of leisure time in some avocatiofal pursuit

4
'Professional career. guidance'associations also identified
specific needs in this area (NVGA, 1973) )

. . e understanding of the work society and those
o . . factors that affect its constant change
‘ including worker attitudes and discipiine S

+ « . awareness of the part leisure time may play in

a person's life
e e e understanding of 1nformation and skills
necessary to achieve self~fu1fi11ment in
’ : ’ work and 1eisure
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The domains and goai areas outlined in the—chart beiow

provide a contextuai framework for the understandinq of

) student needs in the area of work and ieisure environments. The

.

'compiete ‘model was deveioped to refiect the resuits of the

comprehensive needs assessment.

-

INTERPERSONALVE#FECTIVENESS

P - Human Reiations Skii]s -
LRelating With Siqnificantfnthers
Self Va]idation )

© WORK AND LIFE SKILLS

Dafly. Living -
Employability. = .
Work and Leisure Environments

{ . B . .

-

'LIFE CAREER PLANNING -
~ Planning Skills

Educationa] Environment
Self Understand1nq

=~

Model

€

Focus of this

—
package.

- Comprehensive



I . sTAPF NEEDS —-» | STAFF DEVELOPMENT
PACKAGE |

GOALS/OBJECTIVES | - =~ . - B o -
ey ' ) T ~

The comprehenstve needs assessment study. which provided

.the data and comménts 1nc1uded on the preceding page, was

undertaken as a first step in a systematic effort to plan

.7effect1ve career guidance programs The derivation of specific

goals and objectives from 1dent1f1ed needs is a second step in

the program planning sequence, as graphically 111ustrated be]ow'f'

e

NEEDS ASSESSMENT > GOALQ'/OBJEC'TIVES I |
. l
STAFF COMPETENCIES PROGRAMS /PROCESSES .

. , .
N .
A ]

Systems
. Approach



~ The goals of any one area can be best understood in the context
of the complete list of goa]s identified in the comprehensive needs

- assessment study. .

INTERPERSONAL
- EFFECTIVENESS

WORK AND
LIFE SKILLS

LIFE CAREER

PLANNING

HUMAN RELATIONS

'SKILLS

~ Trust and .

Intimacy

ExpreSsive_and.
Assertive Skills

- Affiliation and:

Acceptance

\

DAILY LIVING
Consumer Skj]]s

Civic and;;
Community
Responsibilities

" Home and Family

Responsibilities

PLANNING SKILLS

Deciston-Making
Skills

Values C]ar{fi-
cation and
Development

" Goal Settinq

Responsibilities

€
o

RELATING WITH

SIGNIFICANT OTHERS

~ Family Relation- -

“ships.

Peer Re]atioﬁships

Teacher/Adults .
Relationships

8

: , e
EMPLOYABILITY

Emptoyment Prepara-
tion Skills

Job~Seeking
Skills

Occupational/
-Edutational
Knowledge

EDUCATIONAL
ENVIROMMENT

‘Study/Learning

Skills

Participation/
Involvement

_Skills

Basic Academic
Skills

-

SELF
VALIDATION

Confidence

-

Independence

‘Identity

WORK AND LEISURE
ENVIRONMENTS

Work Expectations
and Responsibilities

RecfeatiOn and,4

Leisure Interests

Work WorTd
Strucutures

SELF .
UNDERSTANDING

Self Appre}SaI
Skills -

Abilities and
Competency
Development

Personal ’
Development
Responsibility



,-Three basic sub-goal areas within the work and 1efsure
‘environments.area‘c1arify the content of thét domain. These
sub components can be best described with the following

constru ts: Work Expectations and Responsibilities; Recreation

b

and Leisure Intérests; and Work World Structures. The following

-

items in the Georgia Career Guidance Card §0rt provided the

.basis on which these three sub-goal constructs were deve]opéd. '

Work Expectations_and Responst&j]itjes

- To learn more about working conditions of jobs
that are of interest to me
To Tearn more about what to expect on a job
To understand the changing work roles and <§:\\
expectations of men and women o : :

Recreation and Lefsure Interests ' S

- To develop 1ife-long recreational interests that
will make my leisure time enjoyable
To know what leisure and recreational activities
" best fit my interests and skills _
To understand how leisure time opportunities are
affected by employment in various occupations
To understand how a 'person's style of 1iving can
be influenced by various types of jobs - ‘

» -

Work World Structures \

‘ To learn how occupations relate to and support
bne another ° : - .
To be aware of the different satisfactions work
provides : v
To know more about job groupings and their common o
characteristics (i.e., transportation, constiuction and
health occupations) . o ‘
.To be able to evaluate a job in terms of its
potential earnings

14
KJV
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S

3The sub-goa1 areas can be fyrther de11neated ‘and exp1a1ned

' 4 .
by 1ist1ng desired student outcome areas-as below: = * .
WORK AND LEISURE ENVIRONMENT . . =

- ' . . ‘ . 6
Work Expectations and Responsibilities
. . quetar} Compensa%1qﬁ -
o - Sex Role Stereotyping. ,‘.J
Work-Life Ethics B ‘
 Fringe Benefits' (non-monetary) : ‘ S

~ Patterns and Ladders
Safety and Security *
Labor-Management Refations ~
Meeting Job Demands -~

Retreation and Leisuve Intérests

,‘a‘f  Leisure-Pelated Values .
Utilizing Recreational Fac111t1es ' _ -
Life Style/Leisure Opportunities ‘

. Planning and Choos1ng Leisure Activities

-

work‘WOr1d'§trUCfu¥es

- 0ccupat1ona1 Classification Systems
" Types of Work Activities
. ~ /- Types of Worker Characteristics A
_ Types of Horker Environments ~
‘Mobility and Geographic Factors \ -
WOrk Versus Free Time : ‘ 1

15
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‘

. A final step of the g&q] setting profess 1nc1udes'théf

SN a it , .

of performance objectives. Specification of desired
utcomes will contribute significantly to future eyaluatjon

eXforts, Also; Specific objectngs written in behaviorq]

teriyin ]ogy”ﬁrov1de_added clarity and meaning to.the daal‘areas,
Follo ng are some examples of peﬁYormance Objectives-gértinent

to this\area: -
R K

s RN

. WOrkaxpect fiqns,éhd»ReSpon§§bilit1es

i+« - The indtvidual will be able to describe the *
- worker: haracterisggcs>and work skills necessary to
achieve juccess in

. o .
« "+ « The individul will be able to identify the fringe -
bene EE/(n n-monetary) of specified o¢cupations

.+ .'The individual will pe able to.describe common '1
multiple careér roles’' for women .

‘,'l
‘Recreation ‘and Leisure Interests A ‘L‘;"

. - - The individual will be able to describe how
occupational choiceginfluences 1ife_§;y1e

) L y [ . N
. « » The individual will be able to identify leisure.
. activities that match his/hér life style ‘

.+ « « The individual will be able to identify various

occupations in termhs.of typically-associated free
time pursuﬁ;s

. Work World Structures

« + « The individual will be able to explain various
methods of classifying occupations ‘

« « o The individual will be able to explain the impact
of various societal changes for the world of work

.« + The individual will be able to identify specific
Jobs that tend to have sex role stereotyping

16 ' !
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ccupational areas under,Consideration.
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‘career guidance'activitfes which will provide students maximum
X " decisions. First it is necessaryQ%: detg\_jne the kind of

“projects. be more effective in helping students accomplish a
‘certain goal than a series of small group,discussions? A second

decision must determine a method for sequencing a series:of

Y

A series of objectives can add direction and specificity
to the resu]ts of a needs assessment Whiie such obJectives can
;
suggest certain career guidance processes and activities. there

should not be a pne-to one re]ationship between specific

performance objectives and specific processes. It is more 1ike1y '

that one process or one series of - re]ated processes wi]] be

designed to achieve severa1 perfo ance objectives.v, '
t . * .

-

»

Programs/Processes - | : .

Thé'next ‘important step in program planning.is to select

assistance in achievinq the desired goais'and objectives. The
deve]opment of a: pianned schedu]e of activities requires several
process or activity which holds the most promise ‘for effecting?

goai achievement. Would assignment!of a series of,indedtnﬁent

»

related processes:\ For example, hoy can a "career guidance
center" be desjgned to serve as a mu]ti-purpose forum for \
exploratory experiences?. Program'pianners need also to decide
on and‘identify a variety of process strategiesiand techniques:;
classes; units; small groups; information dissemination, and so

on. A comprehensive program must ifclude more than one kind of

proceSs and -involve more than one person in process implementatior

A -
v - e
17 .
. .
ry o3 .
-«
=~

Multiple

{
Sequential

4

Program

N\

Objéetivee
\+( 4

Y.

Proces(es .

Compreheqwiive



. careér'deve1obment needs of students. Uhile change for thé_éake

4

T working .together. Such direct intervention processes \v
wjiﬁ —as individual and group counseling can be augmented . '

- P - ' . - '
~ The -resppnsibility for the implementation of
"} A needs-based career guidance system can no longe .
be- considered the sole domain of the‘counsélor.,/r
-/ Fulfiliment of the career guidance functioh requires—
" a team approdch. Counselors, teachers, career .
e dévelopmenf'specialists.'administratork._and qther -
+ . seducational personnel need to develop new ways of .

-~ .

s with indirect and shared processes where counselors .

. work’ with’teachers and other school personnel in N
_providing indirect assistance aimed -at the personaj - ’
development of students (Dagley 4 Hartley, 1975, 4. 12). . ;.

N .
‘

Ea§?j#c§ivtties of counselors and teachers have a way of

bécominb,pedpetuated regardless of current merit in meegigé the,f1f/

of éhangé is not ‘necessarily beneficial, it-is important to o

tonsider néw aliernatiyes dbrinq tﬁg,p1énning phase of,pﬁograh

development. The following figure'presénts a basic. model for, the f

design of new career guidance processes. In reviewing the -
" model, a valuablé perspective may be gained by contrasting the

. i . . s * PRy e
components with the aspects of the traditional ‘quidance mode 1

- of services -- orientatidn,'counseling, educational and

pccupational information, assessment, pTacement and follow-up.
L4 ' .
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. The curriculum based confent'and strategies sthionf¢*ﬁf § - R

ai_ ';7 'reflects.d maJor assumption that there'are basic career

R

guidance understandings and"kills which all. individuals , ) o

" need. Goal‘achievement is-depéndent upon regular and systematic

A

= contact- through the curriqnlum. The indiVidual development _ .~w~»«f~f~.
respons?{ilities component consists of processes which are ’ . .
' of'desigmed to £ cilitate the personal development of'each child
f';; - 'tthUgh indfvidual centacts.- Fach student needs someone in the
| " school who is persodﬁlly famdliar with himiher, The on call/

‘sﬁJ; ’responsive component is characterized by such direct career

guidgnce prdcesses as.indiv ual*ahd group counseling This B
section includes processes~which -are designed to be of immediate
f L service, ‘responsive tg,ygrious needs ang crises,’ and of longer 1 ",.‘,
| | . developmental service such as "growth groups.” ‘' The systan\ ‘

support serdices,canponent is comprised of such dndirect i

procesﬁis as curriculum ‘planning, staff development and quasi-

adninistrative record keepinq. Each comp0nent of the model s
‘ o :

. . important A comprehensive program would include processes

;" in each category for each maJor goal area. The following 1ist -
-}
provides a collection%pf process alternatives 1d:§tif1ed for

the work and leisure,env1ronments goal area.‘~'““ P ©
LA :
pE— . R




: Process Alternatives | " - .‘(
oo HORK & tEISURE ENVIRONMENTS g };}

N » — . )

) . . Y :
‘ ) Curriculum Based Content & Strategies - . N e
\Fiasses/Mini-Courses S e - ? \g
¢ ' . 'PECE o N
> . . o CVAE - L -
. s =T Mini pre voc, . AR )
- => “ . dleisure skills development : ‘ N
R ? Units/Fuséﬁh ﬂctivities v oy S

- | _ -
" . Sociology, Soc. Studies, Econ, Math v

Career Guidance Center -
Exploratory work and 1eisure experiences

., Special Experiences - ¢ . o )

- - Community based learning g
T Cy Parent involvement in CGC . r , o
Tlubs and programs : b L, )

Deve]opmental roup Experiences

"Sex role stereotyping" L . «
: "Life style exploration" - Z//' ¢
oL "Vocationpl exploration group"

‘ "Job conflict simu]atiohs“ A

1ndividual D;Velopment Responsibflities ) ﬂé!

iCompetency demonstrations. - ] .
Career experience logs-::. R . .
CL - Contracts 4 N -
j . * . VYork/leisure experiences
- y Work/leisure skills development
J e :

" On Call/Responsive Servicés

) T | —
/ Projects - independent study
&

Career Goidance Cehter
Coordination of community resource persons

A Information dissemination , '
’ . Interest testing {i.e. o sDS, WIS) , .K\
. . . Referral . ' ‘
' ‘ ’ ¢ _.Rap groups

-~ ‘ ] . '(\
- { .
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l STAFF coﬁps;gncxss L
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\ (I;no:)edge’

effectiveTy conduct the selzcted career guidance~processes?

\i The outlining of process alterngtives and the detennination

of- other process impiementation plans are important progrgnr’

development/steps; However, once the. pr?cess pians are defined

- 4 Vil
the staff/dev Topment process should begin.  What competencibs
4Ctitudes, skills, strategies) are required to -

-

The procedures used in iden ifying/such competency requirements
are: much like job analysis technique; where a task\is defined
in detai] The ana]ysis should result in sufficient detail
concerning required competencies for the plétdon of a .,

staff development package to assist in competency acquisition

. or improvement An analysis of competencies for the process

H' .
alternatives outlined in the outcome area of work and 1eisure :

;environmentS'serves as a good example, as depicted in the-

' following suggestions.
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Knowledge ! P : thﬁé

. + . Compare. and.contrast occuﬁgtibhalAc]assificatioh systems

. . Explain how job demands influence leisure activities ¢
' N A

. . Describe various meanings and benefits derived from work

Cb “vs . Explain how to evaluate occupational 1nfofmation in terms
' of relevance, authenticity, and appropriateness for
s \§*yariou§_student groups - _

‘l ‘ N | . ‘/

skills |
. . . Explain how to us€6ccupational inférmation resources such
as occupational handbooks, classification files, vocational
exploration kits, and the Dictiopary of@}ccup‘ationa] Titles -

. . . Describe how to use work role models -and/or learner-directed
media projects to illustrate real-1life work settings

e e Construé%fand'use simulation and gaming techniques for varied .
and relevant work/lefsure awareness)objectives A -

T /
’

Strateéﬁes

I

N o , .
.« v " Dévélop a plan for enlisting the support of local businesses,

' institutions, industries, and agencies for use in exploratory .
work and leisure activities

1 s )
. Develop a work and leisure resource center within the school
Attitudes
- « . Describe sex role. stereotyping frequently encountered in work
N . situations : ' .
‘f.f"

. . . Describe 1%isure stereotyping frequently encountered in areas
such as race, age, sex, and socio-econdgmic level )

. Discuss and explain fheduently encountered world of work myths,
i.e,, career ladders, perfect job for everyone, early vocational
choice closure :

AN
-
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Staff Needs

Severa1 methods and techniques can be ut111zed tb.
determine staff needs in selected competency areas. Inc]uded
among these poss1b1e methods are know]edgg;tests, peer jury
ratings, skilled demonstrat1ons, v1deo taped work segments,
direct observation/superv1sion, att1tude surveys, simulation

exercises, role-playing, and small qroup d1scdss1ons. The

latter method is the preferred mode for severa]'reasons. First,

the state of the artﬂof competency assessment is such that .
raccurate (reliable and ualjd) resufts are difficult to achieve.
For exampTe, it isgquestjonable that'anything of worth,cen be;
determﬁned from a testvwhich creates a false dichotomy between
knowledge and performance, as is the case with most knowiedge
assessments. Secondly,qoiven'a list of process-outcome areas,
‘sme11 group discussions can resuft fn a quick ranking of staff

L~
needs. The most important reason, however, is that open

: d1scussion results in less sabotaqe and defens1veness In fect,

the discussion process allows for‘positive involvement in the

establishment of staff development plans.

Staff Development Package

This training manual on “WOrk and Leisure Environments"
was developed for dse as support mater1a1 for a staff which

identified this prgcess-outcome area as a priority need. The
4 ] . N .

Y
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' manuai and accompanying materiais were written to assisi
1oca1 career guidance teams in their efforts to improve the
- quaiity and quantity of their programs. A basicqassumpfﬁon
underiying the deveiopment of these materiais is that ail of us -

benefit from periodic renewai

.- The content of this manuaT is presénted in both didactic
and experientia] modes to encourage maximum involvement of '
participants. Small qroupvexperiences are a part of the speciaif

" attention given to the deve]opment of competencies for a team’
approach to imp]ementation»of career quidance programs.
~  The outiine of the manual follows the basic 1earning¥
.modei,-'from attitude deve]opment to khow]edge,acquisition'or‘
renewai to technita] anddskiii"development and/or improuement

and then to deveiopment of 1mp]ementation strateqies and p]ans.

'Specific objectives are inciuged in the summary section.

% o
L .




III. Text and Activities for Knowﬂédge dbjectfves e
. A. Trends and Job C]assif{cation Systems )
The structures and{va]ges of our sociéty have chaﬁged
dramafica11y‘in recentvdecades. In view of the degree of‘change
we can'noj]onger)depend pn,our.owh past work experiencqs-to

. , > {
provide us wi;h sufficient knowledge to effgftive1y help youth

in theiﬁveffo?ts to sutcessfd]]y ehter the world of wofk. The

greatly accelerated\rate of chahge demands a renewed examinatfon
.of ‘the wille variefy'of factors whiCh 1nf1uen¢e 1efsure'and'work
- world structures. The purpose of‘this section is to increase
. your awareness ofﬂcurrent‘and brojected trends in work and

leisure, job classification systems, and occupational

. interdependency. . ¢
1. Trends

K recent estimate notes that in another 25 years, knowledge
in the world will increase fourfold and approximately 70% of

the_types of work available will be unlike any in existence

today. In support of this estimate, Toffler, in Future Shock;

quotes Dr. Robert Hi111ard. the ton educational broadcasting

3.

specialist for the Federal Communications Cormission as saying,

"At the rate at which knowledge is growing,
by the time the child born today graduates from
college, the amount of knowledge in the world
will be four times as great. By, the time that
-same child is fifty years old, it will be thirty-
two times as great, and+97 percent of everything
known in the world will have been tearned since
the time he was born." (Toffler, 1970, pp. 157-158).

-
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. } Obviously, we have to be flexib]e in our job-re]ated attitudes

and p]ans ?n order to adapt to sueh changing conditions,

' , Sinee World War II,_se;Qice indust;ies (hospitals, and
other health fe]atedaorganizetione, social service agencies,
educati n, government, transbortatign, utilities, banks and other| - Changing
finenc é1kinstitutiohs,,ae well as‘?eéai] stores and other trade , work force

. organjzations)';ave grown considerably. In the area of goods '

produetigp (ageiculture, mining, manufacturing, and constructiqp)
modest increases in manufacturing and construction have been **

: offset by declines in agriculture and mining. Since the late

1940's, goods production has involved less than half of the
total U.S. work force.

'bob growth thfough 188 11 continue to be qreater in

service than in goods produc1ng lndustrhes, thouqh the qrowth | -
pat&ern w111‘of course:r vary for d1fferent occupat1ons w1th1n N
‘each 1ndustry. One estimate pred1ets that the continuing

)y emphasis in the U.S. on social sciences, medical services, as

well as scientific and technical knowledge will result’in

continued growth in the professional occupations of teaEher,
researcher, social and medic;1 science worker, at least

through 1985.

‘ The trendlof rapid growth in the service industries has ih'

turn been caused by the interaction of a variety of other trends

Included among these have been popu]at1on growth, 1ncgeas1nq

. urbanization (with the concomitant need for more city services),
| L
j o 2§ | ' ‘ 3




: impact on the world of work is the increasing number of women 5

~activities outside the home, the ratio of job seeking people to

~ to’be considered on an équal basis for available positions.

'topic of-knowiedge-expiosionware "necessarily hazardous, “there

4 4

\ o )

'and the'demand for improved health, education, and security

-services (a result of our higher income and 1iving standards
sthce the 1940's). AConverseiy. the stow increase in A

empioyment in.the goods-producing industries has been infiuenced

by the growing skills of the iabor force _coupled with significant
gaﬁns\in productivity which have been the reSuit of automation
_and other technical deveiopméht o

’

Another trend which is beginning to have a subsiantiai
entering the work force. As more women seek 11 fe- fuifil}ing

available posftions climbs further out of proportion. Not only:
are mowggyomen estabiishing themselves in fraditional party of
dlrhmrk force, but women'are also beginning to enter professions
previousiy dominated by men. With the support of the courts.
men and women with comparable qualifications a;e now beginn1ng

=
An increase in the humber of ‘qualified people results in an
inqgggse in competition for job openings, which results

. . % & ) .
eventually in an increase in unemployment or underemployment.
v

Although statistics such as those presented earlier on the

still can be no questions that the rising tide of new knowiedge

forces us into even narrower Specia]ization“ (Toff]er, 1970

p. 158) As Toffler indicates, increas'ing job Speciaiization is
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- @ notable trend resulting from the growth in the complexity of

society: Increased complexity of’11fe-in general is in turn ,
causing tremendous changes in the wor]dj%f work. For dnstance.
mechan1zat10n of maJor 1ndustr1es creates a demand for more
highly tra1ned and sk111ed people wh1ch at the same time ’,
decneases thé need for less higply trained_or unski]Ted‘peop]e.

The vast 1nenease in medical technology has resulted in
the need for'phys1c1ans to be mdre‘tntensiVely trained in a
narrower field, resuating in a greater number and variety of
medical specialists. This trend is evidenced in the fact that
a graduat1ng M.D. can no 1onger be 'just a General Pract1t1oner,
but must be 11censed in ;some spec1a1ty. Specialties range
from the fa1r1y genera] chh as. fam11y medicine, to the very
s;ec1f1c, such as neonato]ogy. Grow1ng‘comp1ex1t1es in the
legal field have also created a demand for more specia]izat1on.
Most attorneyséno 1ongéraQ§actice “general law,'( but specialize
in a parttcu]ar aspect df 1aw, such as tax law, criminal law,
civil law, martne 1aw,’divorce etc. This trend toward
1ncreaS1nq Job spec1a11zat1on can be demonstrated in nearly
every aspect of the world of work.

Another/significant trend which can be noted as a result
of accelerated change in technology is ﬁncreased‘feisure time,

at home and at work. One factor contributing to'increased

leisure time is 1egis1atiye aétion resulting in daylight, savings

time and 3-day holiday weekends. Business and industry continue

to experimeht with.3 and 4 day work weeks, }nsreased vacation -

30
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s .o
time ahd doub\e-pay'vagations, A]so,‘peob]e';re retiring ’
earlier.and reﬁ%ihiné}#n‘good;health 1onger,wresu1£1n971n'moré
leisure time. JAlonq‘w1th an 1ncrease in leisure time has com?
an expans1on in 1eisure act1v1t1es. As a result, 1e1sure ,
1ndustr1es are exper1enc1ng\a tremendous boom in income and
growth. Americans spend more than $100 billion annua]]y on
spare time leisure activities at‘present and seem to be moving$
toward a dbub]inglof %haf;figure in the 70's. Although the}e

time,egtimates sound like a long awaited blessing now, increased

leisure time cou]d'easi]y become a burden by the year 2000,

We.appear to be drifting toward unacceptable levels of boredom

. L ’
- and frustration dhie in part to a lack of psychological prepara-
- tion for dealing directly with the challenges and opportunities

of 1gj§ure based on a'bositive and educéted.recognition of a.:

1ife of work-leisure unity,

& ;
Activity 2

Ten cards. have been prepared to reflect

)

described above. Individually, or as a small « up mer. ., you'

.are to select one card from the stQEy and develop five possip1e’

outcomes which could be associated with that trend. The putcome

~may be positive,or negative. Once the outcomes have been

identified/ for each trend, the leader will conduct‘a discussion

and role-playing session.
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2. Job Classification Systems

Youth are confronted with an overwhelmingly complex 5§¥
task when they first begin to explore the world of work because
of the vast number (50 000) of different occupational alterqa- \
. tives availab]e. OJE method of simp]ifying this exp]oration
process is to familiarize students with various systems of
classifying and.grouping Jobs, The main values of such
classification systems are (a) that.they prgaﬁize ‘and make
mdnagegb]e the gneét fund of.%nf‘ ation on the wgr]d of work,
and (b) that they can be used asofgformatioﬁ-retrieual devices
for definingvvarious jobs., Three of the most commonly used_job
classification systems are described below:

A Career Clusters

The United States Q%fice of Educat1on suggests f1fteen
career c]usters d@round wh‘lc teachers, counsel. ;, an% school
administrators canﬁdeve]op career education programs at the
elementary, secondary, and'c011ege%Tevels. THe fifteee career
clusters contain occupatioﬁs drouped on the basis of "work )
activity type." - They are: (1) business and office occupations,
(2) marketing and distfibution occupatiens, (3) communications
and media eccupations, (4) constguction occupations, ﬁ€< manu-
facturing occupations, (6) transportation occupations, }7) agri-

business and natural resources occupations, (8) marine sc1ence

occupations, (9) environmental control. occupations, (10) public

services occupations, (11) health*ofcupations, (12) hospitality

and recreEchn\pccupations, (13) personal services occupations,

c—

.
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y/ﬂ‘and a supplement of the Dictionary of Oécupational Titles

' Loy
r

(14) fine art&mnd humanities occupatidns, and (15) consumer

~and homemaking-related occupations.

B..Occupational Outlook Handbook )
The Q.S; Department of Labor, Bureau of Labor Statistics,.

publishes the Occupational Outﬂook’Handbog£>(mostiEgcent edition,
1974-75), whfch classified jobs into (1) thirteen career clusters
_ ‘ A : :
based on the concept of "related activities", and (2) nine
industry divisions based on the “méjor)industry divi%ions" within
our economy. For over-800 occupations and 30 industries, the '
Pandbook attempts to answer qyestio_né such as:
What does a psfggzkzgtually do on the job?.
. What abilities and interests does the job cal
What kind of schooling and other training is
for the job? ’

What are the working conditions 1ike?-
What will job opportunities be in coming:years?

for?
qitire.

C. Dictionary of Occupational Titles

The U.S. Department of Labor also publishes twop volumes

(D.0.T.), which contains information about hore than 35,000

occupdtions. Volume I, Definition &6f Titles, contains an

“alphabetical list of job titles and their descriptions."

{ .
Volume II, Occupational Classificatiop, is designed to help users
. ¥

distinguish relationships among occupations by grouping together
jobs with the same basic “occupational, industrial, or worker

characteristics.”. The Shgg]ement relates to Vo]umg IT in that

it contains details on selected characteristics of occupations,

33 "
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~ (e.qg., physical demands, workfng éondftiens. and trgininq“time).

DicT] ONARY O)F
OUTLOOK. oéwpﬁ//ome

| HANDBOOK V|| TITLES.

of
4 o\ /

eé;has1ze that these c]assificat1on ystems and references
-cannot ;nd.are not intended to replace knowledge gained from ‘*
actual on-the-job experience. Rather,ntheyrare tools dé€3igned
é/gisfst people who wish to explore the world of w&nk;/}}he

. job descriptions pfgzgded in these sources are based,pnlb

‘ informetion from a variety of wqu sources, In other’words,
they deéeribexa typical example of a job rather than an actual
account of that job in any one particular setting. . g

Both the Department of Labor and the Off1ci of Educat10n ;
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/) . ¢ Activity 3

- You will now be presented with two descr1ptwons of the
same‘type of job. One of the descr1pt1ons 1s from the 1974 75
edition of the Occupational Outlook Handbook and the othéF 1?’5}

[

from erk1ng, Ly Studs Terkel; Compare types of 1nform$t1on

N ,.i;,

Aypu received from these sources and discuss the merits of each

, format for use with students,

{
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Activity 3 L

. You may choose to ténddct this_exercise bY either di$t;ibut hg
reprints or by listening to the{gvailabﬁe recordings. Dispués suich
questions as: ‘,

1. Taking each deécriptidn'separately, what a?e}fhé thingsv
you would say are most pleasant about h1s job? Least

ks > ,,,Q*’J »
p]easant’ : :

k)
2. In“what ways are the two descriptions similar? .
"3, In what viays “are they different’
4, What wou]d you say are the main att1tudes and fee11ngs

2?\the person 1nterV1ewed by Studs Terke] has ab64¢ this
Job? ‘ s *

‘v

5. Which description would be most helpful ;7/g.student who

wants Yo know abput the job? *©

"t . ' )
( . ~ .
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' types of work act1v1t1es worker aracter1st1cs and work

"env1ronments wh1ch are peculiar to eadh‘fosition when peop1e

'which category 'you think that item relates to most closely:
, characterist1cs (Weys (3) types of work env1ronments (NE)
L your ¢ nc]usibns w1th the. total group, and contribute td\the

‘ e
appropriate’ pateqory

1

Activitx 4 . ;e

’ Each and “every Job can be or zed ac;ord1ng to the

compare d1fferent Jebs they often dist1nguish one Job from i
%

anotﬁer'by 11st1ng var1atiops which fall into one of these

v 1
- three” categor1es Following is a list of some of‘fﬁE’QZ;;’:;QR\\~g

which jobs vary. Piscuss each 1tem as a group and %nd1cate

(1). types of wérk~act1v1t1es (WA) (Z)vtypes of worker .

L

After mark1ng and discussing all’ of the fo]lowinq items, share

deve;?pment of a master chart C1rc1e the initials of the_most
» < _

F .

WA WC WE ; 1. Jobs vary in té&g;jtf urban-vs. rural life
- sty]e, in that certain jobs are d YnfonT"one or the
other setting {(e.g., there are no large farms in New York

City and probabl very few advertising agenc1es in the
middle of Kansas{

WA wc WE 2. As of 1967, 20% of Americans chanqed the1r
mailing addresses every year, and probably even more do

today. Jobs vary in’the degree of mobility they require
and in the degree of choice people have with regard to that
mob111ty (e.g., salesmen tend to move more frequently than
teachers and very often they are given little choice in*™ he
decisions as to whether or where they will be transferred)

hY
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- WA WC WE = - 3. Jobs vary in terms of their geographical
. location, and having a strong preference for a,pargicu1ar
- geographical location may 1imit one's job choices (e.g.,
forestry is not a major industry in southern Californiasa
. Conversely, having a strong preference for a type. of job
which 1s geographically restricted (e.g., forestry), may
necessitate moving to a new or unfamiliar location.
- S8 .
WA WC WE 4.5‘50b3-vary in terms of "salary, including
starting salary, opportunity for raises, anﬁ maximum salary
. potential, In some occupations, ‘there are variations in
salary from one partrof the country to another (e.g., in
. the teaching professions), or from one season to another:
. (e.qg., salaries in the construction industry probably vary*
" more from summer- to winter in northern Michigan than they

"do in southern California). -

WA WC WE 5. Jobs vary both in the amount and the type
of social contact they afford (or require,-as th the case
or many business occupations). :

WA WC WE - 6. Jobs‘varyﬂin‘the amount of‘cho1ce people

have'with regard to both thé ampunt and flexibility of
*theie work hours and free time (e.g., a surgeon may have

A more fTexTbITIty with regard to his daily work sghedule _
AWy " than an assembly line worker, but the assembly:Ljne'workéh ,

may have more choice in the ambunt.of”dVertime’h@ works
. and when he works it), : A
WA WC 'WE 7. Jobs vary in the types«<of interests,
s abilities, and temperaments they require of the worker
L (e.g., some Jobs require great attention to”detail and ’
~ enjoyment of workind with numbers, whereas other jobs
require excellent verbal skills and an outgoing, .
gregarious nature). Some people have strong preferences
for working either with people; "data, or things. .

WA WC WE 8. Jobs vary in terms of their physical
surroundings. (e.g., indoors vs. outdoors; begng a member °

.

of a crowded, noisy typing pool vs. being executive
secretary with your own private office).. _.~°
ﬁ‘ } - ‘ o ‘.
U WA WC ME 9. Jobs vary in terms of the nature of the '|.
. organizational structure '(é.g., some organizations have
very rigid job and decision-making hierarchies, whereas
others strive for a more democratic type of participatory
management and the involyement of. all employees in decision-

}1/ making processes).
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Activity 4

Thds activity is intended to be .open-ended but the fo]]owing are

uggested responses for categor1zingteach of the41tems under waz? in-

P

* | _ which jobs vary: ., < v
1. ggpes of work environments'(HE) . T
‘ 2. ‘Types of work activities (WA) | \
d 3. Types of work environments (WE) |
4, .Typeslof worker character1st1cs ?{ e. 1mportance p]aoed - -
— on salary) (Wc) . = o : S
ﬂff‘ ' AHS.' Types of work activities (”N) .
) G.H Types of work activities- (HA) '!‘y%} ) ';" ' . . - .

7. Types of work character1st1cs (MC)
v

8. Types of work environments (WE).
9. Types of work environments (VE)

To report responses,'record on a maﬁier chart the number of people,
_ ; .

choosing each of the 9 a]ternatives, then attempt to achieve a consensus. -

R

.‘ Sample Chart: . ,‘ /.

. 4 . L-

-WORK WORKER i WORK
- ACTIVIIIES. (WA) , CHARACT[RISTICS jWC) + ﬁﬁNVIRONMENTS (WE

stion

<

.1

OWOONDOID W N —
LI R T

I

/T
One possible additional activity would be to ask the participants to
1ist other ways in which JObS vary.

N
’L,.'
Ve
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Learning<various job ciassification systems can help

students develop handies for making some sense ‘out of a vast

. network of interrelated and interdependent-oqpupations. It is:(

important to learn - that few jobs/exist in a vacuum. An. under-
standing ‘of the,ways in which different jobs re]ate to and

support each other a) contributes to an understanding of the

foveraii structuré of the . worid of work b) increases our" fiexi-_

bility for and adaptability to changing conditions in the. worid

‘“37fof work and ¢) increases the number and. types of different

'n,career 0ptions open to us throughout ourjnives.

s.’

MAYBE. YOUR
EXPECTATIONS
WERE A LITTLE
-ﬂlSérUchD’

<




3

ST, :,Activitz‘s

A e S f”

v’

- A, Your commun1ty has eXperienced economic upheaval and

schoo] staff must be cut drast1ca11y. You and your colleagues

T

(workshop part1c1pants) are to serve as a committee to decide -

which jobs are ‘vital to the success of the school and which can ’

-

‘t‘be e11m1nated Xou must agree on wh1ch 5 posjtionS'will be
reta1ned and wh1ch 5:will be eliminated. 0bvious1y, th1s cut:

w11] necess1tate sharing of respons1b111ties over—]app1ng of g

Pl

-of 1nterdependency‘wh1ch ‘exists among these pos1tions befbre

making your4dec1s1ons. As a group, arr1ve at a consensus about

" the 5 jobs wh1ch wi]] be kept and’ the_S which wi]] be abandoned

t

)

funct1ons and e]iminating sone act1vit1es. Discuss the degree o

_Be pregared tb, discuss with the total group the rationa]e for

your decisions, . v
L 1

Career Exploration.Specialist - :
Coacn .‘ .
’ Dietjtian
) Quidance Counselor “
Job Placement Director
- N Librarianqg\
Maintenance Engineer ’ §
Nurse L . - y
Principal
Teacher
) :\\1.
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. N Activity 5 pon 3

>C1arify\the?directions for this activity by listing the fo]]owing
steps on a board'or chart for participants te ﬁefer't?-during_the activity.

1. Descr1be the functions wh”ch each of-these workers

performs.
/2. How does each of the categor1es of workers rely on
the others’ v § ,
Ma 3. Since five pos1t1ons must be eliminated determine )
. &= . * which functions overlap and wh1ch can be shared or - _ .
) _ e11m1nated - D . ‘ v
KUy 4. As a group arr1ve at the f1ve JObS which w111 be :
. ‘ eliminated. . v N e
5. Be prepared tqfd1scuss your rat1ona1e for the group
degision, . - N

I« s M

Further discussioniquestions vhich ce? pe{d;ed.to process. the
activity are: |

" 1. Do you think that p@op]e know what the functﬁons of other _
workers in the same environments are? '&

2. - What 1mpact do other sources. (such as the cannunity,‘the school
board, the tax payers) hawe on your decision?. Would your"
dec1s1on have been differ nt if you had cons1dered the1r

§ .influence? L . . -

*
k2

! ‘ N

S
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. B Job Ex c'tafiﬂons and Responsibilities

‘b.v o Knowing what to expect on a job requives familiarity-with
' a wide range of practicai, phi]osophica] psycho]ogical:f;nd R
” socio]ogica] 1ssues and considerations. Your attitudes'anﬂ
' feelings abou} each of thesetissues and_considerations affect ’
your attitudes and feelingsaabout work'in general and about
"your own job in particular. Students need to. recognize and
understand the: variety and. complexity of factors that wi]]

infiuence their attitudes toward their Jobs. and need to be

_ ‘ aware of the realistic expectations and(responsibiiities v
i . ' _ .

associatedwwith working.

rd
.
AN 2

_ F*T‘ﬁ' 1 The Meaning of Work for the worker . . 4
, oy Nork means different. th1nqs to different people, depéndiﬂ@‘

gn one s soc1a1 clas§, age and sex, as well as one's’ va1ues,

A

;?§€ti~ . "Tn@eds aod abiiities.i Societal.”parentai and peer va1ues and

13i5? ; g*expectations also exert significant influence on whagﬂwork means
to individuais, | f' /)

Historica11y, definitions and attitudes toward WO haue
gone through,a number of philosophical changes The ancient_

i

. Greeks defined work as the absence of leisure and conéidered s
/itfa curse; hard'phusicai iabor‘was.therefore assigned‘to slaves.

~To-th ebrews, work was a punishment and atonement‘for-man;s |
sinf8iness. | The early Christians added theiconcept of charity

to their def1n1t10ﬂ of work, because one was supposed to share

<

the products of one's toil with the nee

\
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A

Heay

. way to sa1vation° one’ cou]d serve God best by COmpIeting one S

work well. Calvin viewed sa1vation and damnation as 1rrevers1b1y _

. 1ncessant work. Since the Renaissance many\?eop'le have viewe&

)
~
3

Both passages are excerpted from 1nterv1ews with stockbrokers,

1 addition of: the dimensions of Joy agd creativity to the defini-

~

During the?Midd1e Ages, work became a natural right, duty,
R ‘ ’ s .
and basis for society, wh11e Protestantism brought stifI further

changes to work's meaning. For Luther. work was vaTued as a

predestined yet all sh0u1d work anyWay because God wi]]ed

work as a creative act and a joy in and of 1tse1f This

tion of work s a ref]ection of a. visibIe trend toward a i

L

uniting of work and\]etsure ethics_and values.

) ) ~ . . j )
S Activity 6 % . ‘
A g // (<§ - , A
_The f011OW1ng two\gassages have been excerpted from the
book Working: Peop]e Ea)k About What They'Do A({ Dayaand How

(

"They | Fed] About What They Do, by Studs’ Terkel (New York:’

&
PantHeon Books a d1v151on of Random House, Inc., 1972, 1974). J

;

the first From Chicago, the “setond from New York City. Read, -
— .
both passages and then discuss what you think work means to

eath of these‘fwo men,

y

wt

b T
.8
2~
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brokerage business that it's quite a compliment to-have him turn.
to you for investment service. The rule I've always gone by is
that I expect to have my brother-in-law's account-and my roommate
-~ 1in_college . . . When you're dealing with a person*s money and
ipvestments, you deal with his hopes and ambitions and dreams
- . . It's quite easy to 1ook around and say this is a parasiti-
-l "fal business. AM you're doing is faking off your cut“from the
productivity of others. That is,{ think, an erroneous view.
Frankly, I've wrestled with that. It comes dowQa;o this: the
» . basis of this country's strength and prespertty As the finest
"+ economic system that's ever been,devised, with a1l its in-
.. requities and imperfections. . Our system depends on a free
~ exchange of publicly owned assets, and we're part of thefpi;t?re.
-+ ' 4If there were no stock market, I think the economy would be ¢
,Sstifleds .. . This is my 1ife and I count myself very fortunate
. to be in this work, It's fulfilling! -ie : :

s

'(p; 332)

. " ! a
. . R
. . . 4 o
. N s .. . ) , . i
X B - ) . N
- . e W A
: ° : A ’ £
>
: - . - - . .
~ . . ’ N
. ' . -
'

, I'm trying to use my_intelligence, which I've exercised
in other businesses. But it'§§%{ke wrestling with an octopus.
Too many ‘things- that I can't cdfitrol are happening . . . People
like me start out with a feeling. that there's a place for them
in society, that they really have a useful function. They see
it destroyed by the cynitism of the market . . . I'm just
trying to go along for fhe ride. I have little to do with it
« « « I can't say what”I'm doing has any value.  This doesn'#
make me too happy. . . I'm just being manipulated and moved
around and I keep pretending I can understand it, that I can
somehow cope with it. The truth is I can't.

"7 (pp. 337, 330, 340)

]

. <§j$\ ‘The individual means is exposed to so many people in the ] .

Y
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Do
- ’ Activity 6 ' & .
RN After the ‘.fcipants hav1 read the two passages from Terkel,

e them to duscuss uhdt/each man's work means to him, A1l or
part of‘%he fo 10w1ng qu1de questions may be used to st1mu1ate discussion.

1. Does the first paragraph reflect any ideas. assoc?ated
w1th the protestant work eth1c -
(U ,

2 ! Nh1ch}h1stor1ca1 v1ewnb*zt is most noticeable in this

- - ‘ paragraph7 ‘ X
4,
3 Does ‘the second paraqraph represent a ph1losop y Jor .
concept of work? i

. 4, MYhich 1nterv1ewee typ1f1es the ma30h1ty of the work |
force today? C

5. Which 1nterv1ewee do you think will be most successful
and why?

6. which will be more upwardly mobile?

7. Can you draw any hypotheses as to poss1h1e leisure
act1v1t1es of each?

[




2. Non-Monetary and Monetary Compensation

One can receiVe*monetary'and non-monetary compensation for “
. | work. From A pureiy economic viewpoint it is important that 1@
the wage or saiary one receives be iarge enough to provide the
. basic necessities of J1ife, housing, food. clothing, transpor-
tation and_heaith care. For people whose.basic living expenses
are met tnrougn other means ‘monetary<compensation for ,their
work wiii be reiativeiy 1éss impprtant ‘than other ﬁonns of
compensation. The type of monetary compensation one receives
# i*,wiii vary ‘with the typevof‘job ,/One may be paid an houriy
-Pwage(/a monthly or yearly saiary. a piece rate, commission, |
_ royaities or tips or some combination of these -
In addition tp one's basic 'salary or wage.rfringe
:< benefi;s are considered as pa:t of one s work compensation. :
The importance ‘of fringe benefits has increased significantly
xsintesﬁufﬂaéuar II.. According to the most recent edition of
thex0ccupationa1 0‘tiook Handbook’ by 1970 fringe benefits .
accounted for nearly one-?ifth>of the total earningk package
a

T rivate industries other than farming (1974, p. fﬁ. c rtain |

rj‘ ‘

S
4y ringe benefits -- Social" Sec ity,-Workmen s Compensatian,

oyment insurance -- are offered by most employers, while
Vacations, holidays and/éit% /ave are'a]so common fringe

efits. Some employers also provide paid iegme for mental
7 f

N

ealth restoration, jury duty, or miiitary'service? Income
. ' *

Y protection plans in the form of 1ife, health, and accident

insurance, retirement plans, and severance pay or supplemental

: \ - 43 \
: R ‘

Q -




T
Jnemp.ioyment payments-are also i-nciuded in. some fringe benefit
packages, with the costs,sometimes shared by -the emp]oyer and .

- , ‘the employee ‘ Some companies also offer to their employees
J  a variety of profit sharing pians: stock options, bonuses, or
other savings plans. : : : - g

Neediess to say, the number and vaiue of fringe benefits

-'vary considerably from one empioyer or company to another.

. Jhere are iiteraily thousands of fringe benefit pay patterns.
Some companies routinelx survey their emp]oyees tosee if any,fj)
changes in the fringe benefit ‘package are warranted. More and‘
more companies are incre;sing benefitsJQM 1nciud1ng paid- ’
maternity ieave for female empioyees, and many more are

g 'examininé the possibiiity of paid paternity ieave. Insurance
. | -coverage for psychiatric care and optional dental insurance

are also being considered by-many companies. '
Aithough for most workers some sort of monetary cqmpensation

\
is neces§ary, the non-monetary compensation one receivesﬁfrun
#

a job may be more important to one's overaJi satisfaction,~
notfoniy with the job, but with 1ife in general. Non-monetary.»

forms of compensation include pride Jn achievement, a sense,of

-

‘contribution and accompiishment security, respon51b111ty,

independence, affiiiation, the chance for seif—expre551on,'w¥:;%g N

( and the opportunity for growth in the forms of seif—knowiedge, “if
&

intellectual growth and learning, and interpersonal and social

growth. When viewed together in today's working world, monetary:
ne ’ ' ' ’

and non-monetary compensation amse still both important to the -

foM

74 rl'vr R . ' A
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_ :h;;ker. While there is a significant amount of evidgnce_that
. suggests workers are aSsignihgﬁhigh priorities -to such
' i1h¢ang1b1e and 1ntr1nsic concerns as. uality and meaning of

§ ybrk. other eviddnce points to a,con 1nﬁatjoﬁ of workers' major

’ ¥ Ce - {
~——eoencerns being with the mundane realfties of mMore money and more

\ / ) .
~free time. -. ] . S -
v i , 1 E

v @ P

'VirtuaIIy'eQery measure of workers' behavior
indicates that money is still dearest to the heartss
of most w’kkers (Levitag;& Johnston, 1973, p.17 ).

by
-

Al
7

, | . Activity 7
" The workshbp Coordinator will distribute cards briefly /[
deScribing'the role éach participant is td,p]ay :? this aag,
. - N

~activity. The;situatfon'is:' X

Your labor unign is meeting to decide upon -°
- demands to be made”of management., Union members
- have_contributed many suggestions, and now some 1
agreement must be reached rbgarding pay and . f;
‘fringe benefits., - . . a8

Remember, when you role-play you ARE the person you
represent. Stick to your assigned position, but ad 1ib as

you would in any real situétion.

N . -
. * s
S o
: , . . “ :
.

™y @
o

-7
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£
Activity 7 . . -

D1str1bute cards w1thout regard to ex1st1ng LnowJedge of .

part1c1pants personaht1es, eference? or skﬂ]s. I’F a part'lcﬂ)ant
S A oL -9 .

is not taking an act1ve _part, enter the act1v1ty and ask a quest1on.
/

“ You y111 pTay the,part of un1on leader.

v . Allow a few minutes for the particjpanté to jot down some ideas

- ! ' A
before entering the.role,: if.- the group so desires

‘ * ~< 'y

. " |
Cards. (rotes) o . ) . Arguing" for

.

Dental insurance
Increased vacation time
Stock -options s
Bonuses for excellence
Increased sick leave
Reduced work load
I, X - - Management-supported
. - /}7 : sports leagues
N ' ‘ ' {atern1ty leave
ncreased break time
. Employee discounts
- 7 Improved retirement rights
. Free counseling service

~N

SMMoOO@X

~xXCim

o
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' 3. Sex Role Stereotyping . .

.. Sex role aterébtyping.ia the tendency of individuals in
particular. and society in general to expect members of a gfven
sex to conform to a fized gnd limited ¥ole dictated by sex- .
ofaocioted,characteriatica. Tﬁese.charagteribtic%.pased on
over-simplified opinfons and affectfve attitudes'1imtt the”
vocat1ona1 opportunit1es ava11ab1e to members of’grgiven sex;
and these opinions and- att1tudes often founded on ‘misconceptions,
frequently precTude free and obJective ocoupationa] se]ection, l
educétion tra1n1ng, and’ advancement in- the wor]d of work
Mf*conceptions about women in the world of work abound F r’.
‘exampie’ as dep1cted in F1gurg; 2and 3, many people assume that

a married woman must be work1ng pr1mari1y to supplement her

| husband's income, rather than for reasons such as meeting her

-«
own persona] needs for profess1ona1 deve]opment, 1nte11eo¢ua1

stimu]ataon, a sense of accomp11shment and meaningful social
1nteraction. A]thougﬁ.many misconceptions about men‘;aso
exist women in'the wor]d.of work have been most affeEted bx
sex ro]e m1sconcept1ons because these m1sconcept1ons have

g resu]ted in Anany employers ‘labeling, categor1z1ng, h1r1ng, and

~promot1ng women 4n_certain 1imited types of jobs as can be noted -

in'Figuré 4. These misconceptions have far ranging imp]ica§1on§
~ because women are most often directed into jobs with lower pay

and lower status.

<
N/ \
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MosIWomen WorkBecause oftconomic Need
Womerrmhe Lobor Force, By Mon tal Status, March 1974)

A

WidoWed » \
o D@rced | ST
©Snge oS oryfed Maorred (Husband Present)

e $5000-° §000-  S0000
5000 §6999 59999 and over

Husband's 1973 Income

Source Prepared by the Women 5-Byreay Employment Standards Administigtign_ Fom gty pub

shedt by the Bureau of Labin Statites
U'S Depa-tment of Langr

Figure 2: Economicsiand Working Women
/\




1.

Fully Elyployed Women Continue To Earn
Men of Ei itherWhite or Mmomy Races

R

<

 MEN

1963

° WB/ME[\!

1973

» WOMEN 7

Encludes sl races other than whita

ource P-egpared Ly the Women’s\Buv
from data pubhished by the B“eau of the Census,

,\\

EKC

Aruitoxt provided by Eic:

»

IjsThan FuIIy Employed

MINORITY

—

4

S1,633

56,544

eau, Employment Standards Administration

N34 )
/‘\\ .

S Department ot Corminece
- r

Earnings of Employed Women ,

U S Depatttnent &f Labor
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4 QiE MYTH AND THE REALITY* -
- ' ‘
. % ‘ Lot

The Myth - . ' t  The Reality

A’wpman,.s placé is in the Homemaking in itself is no
home, - longer a full time job for
' ) L most people. Goods and

' services formerly produced. i
- the home are now commercial
' available; laborsaving devices
have lightened or eliminated
much work around the home,

Today more than half of all ,
women between 18 and 64 years
of age are in the labor force,
‘where they are making a
substantial contribution to
the Nation's economy. Studies
show that 9 out of 10 girls
will work outside the home
at some time in thdir lives.

. Women aren't seri%us]y : Of the nearly 34 million

.-attached to the labor . -women in the labor force in-

force; they work only March 1973, nearly half were

for extra pocket money. working because of pressing

economic(need. They were

/ either single, widowed,
divorced, or separated or had
husbands whose incomes were
less than $3,000 a year.
Another 4.7 million had
husbands with incomes between
$3,000 and $7,000./ ’

f

1/ The Bureau of Labor Statistics estimates for a low
standard of Tiving for an urban family of four was $7,386 in
autumn 1972, This estimate is for a family consisting of an
employed husband aged 38, a wife not employed outside the home,
an 8-year-old girl, and a 13-year-old boy.

*U.S. Department of Labor, Employment Standards Administration
Women's Bureau, Jashington, D, C. 20210. (Pevised) May, 1974,
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FUR COAT,
TJEWELRY.

: -

Women are out i1l more
than male workers; .they
cost the company more.

Women don't work as long -

or as reqularly as their
male coworkers; their
training is costly --
and largely wasted.

51

b}
‘Iiil’hf Zﬂ:#ﬂ?EWZL/
QROCERIES,
SHOES FOR KILS,
AEVTT

- women compared with 5.2 for

. years for the average male

’!\

A recent Public Health

Service study shows little
difference ih the absentee
rate due to illness or
injury: 5,6 days a year for

men. e

A declining number .of women
leave work for marriage and
children. But even among
those who do 1eavg, a majori-
ty return when théir

children are* in school. Evenj
with a break in employment,
the average woman worker has
a worklife expectancy of 25
years as compared with 43

worker. The single woman’
averages 45 years in the
labor force.




~ Studies on labor turnover

indicate that net differences |

: \ o : o for men and women are
‘ ' . generally small. ‘In'manu-
R facturing industries the 1968
, rates of accessions peyr 100
e N ( ployees were 4.4 fojmen
, , ﬂd 5.3 for women; th
\ respective separation rates
' T, ~were 4.4 and 5,2;
! Married_women take jobs here were 19.8 million
, away from men{ in fact, . married women (husbands
v  they ought to gyit those resent) in the labor force
. Jobs they now hoNd, in March 1973; .the number of
) N .. unemployed men was 2.5
g ‘ A\ ’ million. If all the married
: 2\ women stayed home and un-
rd N employed men were placed in
‘ ’ their jobs, there would be
& 17.3 million unfilled jobs.

o
S

' N Horeover. most unemb]o}ed
men do not have the educa-
; tion or the'skill to qualify

w \ L for many of the jobs held by
~% women, such as s®cretaries,
teachers, and nurses.
, - .
— Women should stick to Job requivements, with \‘
\ "women's jobs" and » extremely rare exceptions,
shouldn't compete for - ” are unrelated to sex.
\ "men's jobs." ; Traditit athex,_than job

[, conteng has”led/to labeling
S rtain jobs as women's and
others as men's, In
asuring 22 .inherent
aptitudes and knowledge
: w areas;-a research laboratory
*’ ; found that there is no sex
ditffference ,}n 14, women excel
in°6, and jien excel in 12.

4
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Women don't want
responsibility on the
job; they don't want
promotions or job
changes which add to
their load.

- ™

The employment of mothers:

leads to juvenile
delin%yency.

§ -

Relatively few women have

‘Studies show -that many'J
ed

& o *.’

been offered positions
of responsibility. But
when given these opportunities
women, 1ike men, do cope with
job responsibilities in addi-
tion, to.a persongl or family
responsibility. 1973, 4.7
million women held profession-
al and technical jobs,
another 1.6 million worked as
nonfarm managers and ,
administrators. Many others
held supervisory jobs at all
levels in offices and s
factories. 1

\

factors must be conside
when seeking the causes of
Jjuyenile delinquency.
Whather or not a mother is
employed does not appear to
be dete{minjng factor.

" R

These studies indicate that
it is the quality of a
mother's care,rather than the.
time consumer in such care
which is of major
significance.

7
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Men don't like to work® Most men who complain

for women supervisors, " about women supervisors
: have never worked for a woman.

_In one study where M cast
three-fourths of both the
male and female respondents
(a11 executives) hag.worked

> ’ , i with women managergiitheir
evaluation of wome

Mn
management was favorable. On
the other hand, the study

showed a traditional/cultural

. y £ oL ~ bias among those who reacted
V. unfavorably toZ?omen as
managers., b
\5 ' ‘ In another survey in which

42 percent of the reporting
firms indicated that they
; hired women executives, none
" m // rated their performance
: as gpﬁifisfactory; 50 percent
ratéd them adequate; 42
percent rated them the same
as their predecessors; and
8 percent rated them bettdr
than their predecessors,
. P -
\ Agd ‘e < o}
. A ‘ \

-
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- The values to be gained from e]imin'atin’g this sort of . . |+ = )
‘sex rou-/stem¢typmg have been recognized and emphasized, by B A "/ /
0, ' \ > = {
Q\ increasing nunbers of peop]e in recent years. Both‘women 1 \
\ R b .
and men deserve Job satisfactmn, responsibﬂity, and : )
‘ 4 ‘
4 opportumties for personal ‘growth. The elimination of : > .
- - « ../ . , 3 ’
y T sex role stereotyping will enable both women and men to lead * i ,
' . fuller, hapff)ier lives. ' d , k .
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: - TWENTY FACTS ON HOMEN WORKERS*
. /l (Y‘ . ) . : R ' )
\\J; 1. Ningsout of ten girls will work at some time §n, their Tives.
] - o -
2. A majority of women,work because of economic need. About
iy three-fifths of all women workers are sing]eg widowed,
1 divorced, or separated, or have husbands whose earnings are

less than $7,000 a year.,

3. More than 36 mill4on women are in the'1ébor force; they

) constitute nearly two-fifths of all workers. About 4.7

, ~ .. million women of minority races are in the labor force; they
N co?stttutejqore,than‘tyo-fifths of al]&minority workevs.

. : + / : )

More than half of all women 18-to 64 years of ?ge are

workers. , ’ c )

?“5

. About three-tenths of all women workers hold parf-tfme ?;95‘;
in,

6. Women accounted for nearly three-fifths of the increase
iy the civilian labor foriF'in the 1a

W

PN
7. Labor force participation is highegi.among women 18 to 24/
and 35 to 54 years of age; the median age of. women workers
is 35 years. P - - b

: : 1
The more education a woman has,the greater the 1ike11hood£\)

"7‘.'-shejwilﬂfseek:paid;emﬁﬁﬁyﬁeﬁl. Seven out-of=ten women 45
’ “tdl54’yeprs of age with 4 o:ﬁhore years’g;oéollege‘are in
© o Ahe borj_,’for;ce.' ~ ' ,

S g . s 3 . .
~-The %ﬁhgér of‘WGrking mothers (women with children under 18)
Has increased ningfold since 1940. They now number 13.6
mitlion, an-increase of 4.% mi1Tion in the last decade.

wJhe 5.1 millian working mothers with children under 6 in
4 had 6.1 million children under, 6; the estimated number

censed day care'slots is 1 million. - s
\::;?T?CQAWEEQQ/worxers are conccntrated in low-paying dead end jobs.
ES As .a'result, the averace woman worker earns-less, than three-
! fifths of what a man docs, even when_both work full tim
- ' year'round, : ' /;;5
. . B
\ - . qe > ,
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*U.S. Department of Labor{)Empioymeht Standards Administration,
Women's Bureau, Washington, D. f.; 20210.> © ¢
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12. Unemp]oyment was 1owest for white adu]t males (6 7 percent),
and highest for minority. teenage girls: (98.2<percent). in -
Apri] 1975. S .

xli ~ White/adult women - 7.6 percent
' M1no 1ty agult women 10.7 percent

ult men . 12.6 percent

e \teehage g1r1s T 15.2 percent

“~ Whijte tkenage boys o 18.1 pergent
Minority\ teenage boyé\) 37 6 percenty

13.. Among a]Ezfiig) €5, abput Iiout of 8 s he&ded by a woman;
1

1 out of 3 bT3ck fa iJ@es is headed by a woman. Of all women-
workers, t of 10 family pead; 1 out of 5 minority
women workers -is a fam head. .|/ a
“ Qe . .
14, Among all poor\?am111es more thap 2 out Qf/; are headed by
women; almost 2 out’ of 3 poor’blatk’ fam11fes are headed AN

out of poverty. husband-wife families, 15 percent have
incomes, below $55000 if the wife does.not work; 4 percent,

15,7 It is frequentTy %h;\wﬁe S earn1n S wh1ch- raise a fam11y
I
when she does work.

16.. The average woman worker is as well educated as the
average man worker. ‘Women as well a@ men have comp]eted :
a median of 1215 years of. School1ng Ll
R
7. Nomen*e dbout two-fifths of all ‘orofesmoM Ld technical
« Workers but less than ones f1fth of all<nonfar: managers and
adm1n1strators . iE ‘

-

7 18. Women are 78 percent of all c]er1cal work rs but only. 5
percent Hf all qraft workers.’ '

/

. S\ Ck
N

N 19, The med1an wage of full time ye#r round private hous old .

T \\_J»?‘ -workers was only $2,243 in 1973. FEffective May 1

fiost private household workers wsre covered by Fé'era] 3 :§i<

minimum Wage and overt ino ;q1x|at1on

20. Fully. emp 1pyed h1gh 1 g a uide (with no co]]ege) have -
' Tess ‘QSPm%‘ 11y employed men who have
not comp]eted I,men ar schoo] o . N

9

@ /v’ R i’
. 4 o

/ Vs - \ (*“
\\\Tma<s1f1éd as [oor were those nonfarm famn11es of four with .-

_ tota]?imcome of ie:s than $4,540 in" }973, .

. /" -

iy Source: U.S. Departmént of Commerce Bureau of the Census,

-~ U. S. Department of Health, Educatyon and We1fare, National. Center
for Social tistics; apd Department of Labor, Bureau of Labor
‘Statistics. .
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.‘. 1 IR Aczjvitz 8* Yoo A
. T - . o ’ 3 \ '7 ~ o . ‘ k3
‘ : In the past men and women haVe been discouﬂéded ftgm;:
~even app]ying for\certa?\\jobs not only because >\}§ga1

traditions, but aTso because of the sexist 1nd1cators 1ncorporatedq-

4

in-the job title or job naﬁ;. For 1nstance, 3t is possib]e thet ‘
» not many ‘women felt‘comfortable,in applying for a Job 1abe1ed

] '/;; “fireman » and there b;bbably weren t maﬁglmen w11\1ng to-
' answer an ad for. " ma1d"‘ N R
.. In.a" revision of their Occupational ¢ fficaa&n System,_
f the U.S. Cens S Bureau h changed the t1t1es pf many jobs to /

K * e11m1nate sex tereotypi Beﬁgy 1s a 115t of job t1t%es
\

. which need revisidn'to e11m1nate the sex 1nd1cators. Cmeate a

new tit\e for eaCﬁ d?e listed nemembering to make it equally .‘

appea]ing to en and women. PR : . C )
; ‘. ’ ."g .a B - ’ A g (‘ “ .
I. 1. telephdne repairman /ey~/~67::%3?d \ T Y
~- ‘ ) y N/ e S
S 2. stewardess g -~ 7. fireman s
. K ~ v N ’ o . . Q_.’ : "" )
P ‘railroad conductor ~( 8. chairman', S igba_w
~ ~ ' _ A ; -
‘ - 4, commerciad fisherman ~‘v,/§.m maifman, - .. .

5. maintenance man

been he]d or performed by one of the sexes.
r A

3¢ . i . ~
' —

) ‘/ ”/%ZII As a.group, name 10 jobs in your community/whijb have'not'
‘ y . v
. \ PN
& o i
- .
*Adapted from an exerc1se in “Supplement to Trends: A Career -
Gu1danqs Module.“«/5m1th G’Na Mead’ Arizona, Pub]ic Schoo]§}~

-4 . N .
T go; waitress \\\ R

y 58 . l.' -y

=4

197, p. 160, L _ R ¥



. partic1pant5 work a1one or in pa1rs

i

o Detfuitty 87t

' . - : e o
7,,., 2 - ‘ \ o . E

- 1. Encourage part1c1pants te avo1d over-use of. the sword
"person/ 1hﬁ¢11m1nat1nq sex 1nd1cators n the JOb t1t1es listed.

This aot1v1ty w111 produce the greatest var1ety of responses 1f

e
.

. . \ . -

- » . .

II. The Tist of job titles ihlPart I may heip the group” get

S
started in nam1ng jobs in your communlty not previously held by ‘

one%@f the sexes. Encourage the part1c1pants to think of JObS

othervthan those prev1ous]y ment1oned in Pant I if possible.
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-C. LEI§URE—RELATE‘D VALUE§, NEEDS, AND ABILITIES - ‘ . “' -
The amount of free time available to the average worker. )
has expande‘d ‘rapidly durirng the 20th century, as evidénced by
the following “cémparisons’between the year 1890 and th? late
1960's: L’ R | | Co : -
1. An mployedf%‘f*r,in the late 1960's had over '. ST
‘ 1,200 hours per year ,more nonworking time than
her/his 1890 counterpart. '
. - ) - .
.. 2. Most of the increase in free time has come from : /]
# a shortened workweek which decreased from an \
" average of 61.9 hours in 1890 to an average of
. 40,5 in the late 1960's (and probably even less
% today). , : :
- 3. .Paid holidays increased by an a-verage of 32
hours between 1890 and the late 1960's.
4 4»,.Paid vacations increased by an average of 48
T ‘:“ghours between 1890 and-the late 1960's.
" By - 5.7 Paid sick leave increased by an average of 40
S hours between 1890 and the late 1960%s.
nd . 6". Given theﬂ Tife -and work years expectancies of
: the late 1860"s, the number of nonworking years
had <increased.py approximately nine for males
T at binth (comparable data were not ayailable for
< females). (Kreps, 1968, p. 36,) -
I - |
: ) AR -
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1.

PeopTe tend to*conceptuaﬂize leisure in varied 2\{5, &7

depending on their personal commitments and value systems.

Leisure Concepts

N

o

Figure 5 1dentifiestsevera] of the major contepts.of leisure

;ihd indicates what value system is dominant in each concept.
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o ot ‘ ~ SELF EXPRESSION -
Lo,  ecreative use of all
.""“ If \ | - tine ,
o L - find lefsyre activities
L _— - - inwork and work activities
o L ). in Tedsure
SELF IMPROVEMENT o _
‘ - Jelsure Time vajued as B | | .
. opportunity to nvest in ‘ ’ e
selfful fillment , : o
| A )
. C o UTILITARIAN | |
1 : | / 'wofktignly VaTue » | B
o 0 | - leisure activities . ‘ | P .\
= a inﬂ-l?nced by work - : SL A
a and family. .
z X L ‘ [
< o ‘ ‘o,
& SOCIAL IHPROVEHENT L « .
e = Work hignly, vaTeed— 4 b L
L - Teisure activities L -
“ - encouraged which pro- ' - \
- mote socfeta] | |
o | improvement 4
&) , ‘ ‘| ’ v ‘
8| DISCRETIONARY T 0 | ™Y
- work highly vilued o ) A o ‘
- leisure 1§ tine woccupled after . . . o~ \
work and 1ife necessities are L o,
- completed ’ | ,. Vwog fﬁﬁ
. — 5 R IR
DONINANT WO - LEISURE UNTON OF WORK AND LETSURE
VALUES ’ \\ o
e v Figure @ Work and Letsure.~ A%Sonceptual Franework ) e
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Opehof the ‘most ‘dominant concepits .qf leisure defines it
as discretionary time. Pe6p1e'view1ng.11fe from this B 3

| *perspectfve identify leisure as the amount of time left over
j.after coﬁb]etion of work ang after all basic 1ife requirements ‘ "
have been met. This”wﬁew‘assigns~great value to worf and almost
none to»}eisure.‘ Actua]]y. someone with a quant1ty of leisure - . ¢

’ t1me cou]d eaS11y become the object of scorn by anyone |

fo]]owing the dtscret1onary t1me\5qncept who has a lesser amount

Dt '
. ’

of 1efsure’t1me. L “ﬁ, I . i P
PR ' P4 : A

.

Others 1dent1fy leisure time ‘as an opportunity to 1mprove

’

soc1ety 1n areas of sgcial need. VISTA and’ Commun1ty Actton ‘yﬁtk;

4

]

Programs are examp]zs of> some of the veh1c1es of soc1aﬁah
by those who conceptua11ze leispre” as an “ »

1mprovement ema&qye

1nstrument of soc1 1 change. Here again, work is highly valued.

However, where the. d1scret1onary time concept views 1e1sure

as uﬁoocupred t1me “the social 1mprovement concept descr1bes

vfeisqnﬁ'as‘a tune to work for the betterment of others. A
Qk"recent sﬁ@dyzponnteﬁ“oﬂ%’that as*of the late 1960's, the tdﬁht

»“1abgrumarket”1n ‘Western Europe Was: resu1t1ng in flexible - .

£ L

retirement policies and extendad benefits as 1nducements to N ¢

K
Vil

- \ ’
w‘keep ret1rement -age workers on the JOb (Kreps, 1968) Among ' v

%he Wefern Europe countrtt§ stud1ed’ n% d1scern1b1e dec11ne

1n rqﬁgrgment age uch as that ne’&d 1n the Un1ted States in o -

- B B v

. recent,years was faqnd

reductron dn ret1rement age Y

an’ .- -
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of desirabte 1eisure preferences. Instead, they. preferred-a
shorter work week, additionai hoiidays. longer vacations,
extended education or training periods. and postponement of
the ‘age at wh1ch peop]qhentir the work force., Thus 1n certain
‘Western European countries, what seems des1rab1e 1s a more even
3 distribution of work and leisure throughout one.s entire life- -
span rather than an excess of free time eonggntrated in one
stage of a person's life coupled with too Titlle free time
in others; |
Those who conceptualize leisure as "non-work time" and
value work as the basic nhythm'of 1ife may'experience some
e frustrdtions from an 1ncreased amount of work-free time. The
fugcha11enge for educators is to stimulate students to begin |

choosjngdagf planning those act1v1ti§:\that will give them

'/QSatisfaCtion tn their particular leiSwre environments. The

ach1evqmegtqif gatisfaction in one's leisure environment
’ = ',-< - .
depends Q““";L]y development of personal 1e1sure related skills,

x

needs. Vai}e ' .and abilities with the leisure and recr&at1ona1

v opportun1t1es wh1ch are ava11ab1e. Letsure act1v1t1es of ¢
' ’«,'

' ch11dhood have been shown to affect d1rect1y th 1e1sure

. ¢

pursuits of the same person §g an adult. This infblves under-

stand1ng the va]ues of necyedoggga1 ag§1v1t1esk now1ng Haw tb
-

. 1ntegrate dne's 1e1sd/9 interests intd one's overa11 life sty]e.
and know1ng both\the Cost and “the ava11ab114§y of var1ous~ 1 .
recreat1ona1 opportun1t1és qnd facilityes i ondgr‘to choose ”
vy and p1an for the 1eisu;e activities w 1Eh are most fa1f1111ng; '
- N _ ‘.\. r e i J. -t s 3‘ ,
B el e T "“""
, . T . K . sy g N D .
n:-. Q . M sﬂ ) "$: . “' 63 _— . ) ‘~ Q.. o ?




Activity 9
If 1s 4:30 on a Friday afternoon, and at the XYZ Company, *

most of the employees are thinking aboﬁi:what they are going to
do after work tonight. Betty, who works in the typing pool and
takes oride in the soeed and accuracyvof her tyBing, ts looking
forward"tova.dinner date and movfe\with her boyfriengy Sara,

who works as a 11ne foreman frequently goe§.home with a headache

that she' S sure is caused by. the day-]ong c]atter of conveyor

be}ts, is ]ooking forward to soaking in a hot: bathtﬂb and’
cur]ing up 1n bed-with theybook she's cdﬁientfy reading - doe;

‘" a co]]ege student.who works part time as a typijk:for the XYZ

Company to help pay for his tuition, is going to start working

on the history term paper he's been putting off but wh1ch is

' due Monday. Edna, Bill, and Dave ar ai] sales managers‘who‘

have, just comp]eted major sales they've been negot1at1ng for
the. past.severa] months, Edna is throwjng a big partyqto
celebrate, and 81]1 is looking forward to his regu]arly
scheduled Friday night handbal] game w1th a friehd Dave 1s
lTooking forward to going to bed early for the ftpst*tlme in”

'several weeks, and ‘he and his wife and ch11dren have p]anned tp

work 1n the yard. and then qo on a p1cmc together %n Saturday

za.
1. D1scuss the woﬁiers Fr1day night b]ans in terms
of what each of these - individual's leisure -

, agtivity. choices tells yqu‘a) about the d1v1dua1
r %j and b) about the individu&?'s Job. “E -
e » * - o, po0 v
. - , & N R te
., S .f' ° * ' o K‘i » ‘F‘ ot *i‘ _l)
N ' 16\ ' k. J ' oo ° e e
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Activity 9

Here are some more suggested questiors which may prove helpful in
leading the discussion about leisure-related values: '

i a. What need$ are met by and what are the values of the Friday
F i night activity planned by cach person? L/
b. What can you tell about the-demands é? and the attitudes and
- , feelings about each person's particular Friday,nE?ht activity?
c. Are there factors which the person*s.leisure activity seems to . - /
have in common with the person's jobs? _If so, what? a .
\ ’ . S N
d. UWhat typé% of activities do vou think each person will planifor X '
the rest of the weekend? Will these activities be simflar to or )
different from the described Friday niaht activities? What makes
you think so? : ' P ’ . % .

I . . o &
BE]QW are several reactions which participants may have‘cgncerqing

A - RN )
the needs met by and values of ‘each pcrson's[activity for her/him, Stjse

*  these reponses as examples to Stimulate group discussion if hecessary.
¢ . - ’ N \\

Y .

a. Betf&- relaxation, entertainmgnt, socia1izatjoﬁ

. b. Sara- recuperation, either escape through fantasy orepportuhity

for intellectual qrowth and ledarning, depending on what sort of

book she's reading (purposely Teft ambiguous to stimulate

— : discussion) : . .
¢. Joe- the group may decide that Joe's Friday night activity really
~doesn’'t meet-any leisure-related need or.have T¢isure-related value, ,

\ (From the description given, it would seem thak the activitygiill.
5? * . probably involve tension and frystration.) ° . : _ _ Yo
u\’

v ®e. . } : .
e. Bill- release of é&'sion, maintenance 8f physical health (This ‘ .
could Tead ifto a discussion of the relationship between physical -
’ health and mentaf health, of physical exertioh as a release ffom |
N .+ &d éounterbalance to mental txertion: and pressure. ) S
. ! - ‘I", » - - ‘ . s ‘. - -, ‘.' - Y ."
L .0 & S, ) - ; -%‘ “ Yo N " ; T
. n LSRN ) ’ R e - » ‘, W 4. N

. - ) ’ ! > 4" )
_ e s 2 :
(B 4 ‘ . Y
) ‘ - . }’. \\) . "-\ ; .
; ‘ i) o . ,—

\ ...d. Ed- eégitement, break:from routine, socialjziﬂg: \3

- L - .
| .. P
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‘ ' - f. Dave- rest, opportunity to take part in family activities g
ﬂ{’ - This could lead into a discussion comparing the leisure

activities of,married and unmarried people, and of the
different effects that family, home, and civic obl1gations
and responsibilities have upon one's leisure activities, both

pro and con.) .

Other suggestions for'fq;ilitating thi§ actfvf?& include the

following: ' e : . R i
' ’ - . o

This activity can be related back to the second introductory activity
A \

wheré‘definitions for "work" and "leisure" weré 1iste8§ Ask the participants:

"0f the various definitions and associations for "work® and "leysure" which Q

wére lTisted, which seem to be most im%ortant to each of these geople?”

.

_This is a fairT& open-ended question with no set answers, but obvi?ﬁsly
sera probably does not find her werk as satisfying~as Betty, even though
both do the same job. .Sara probablyfhas a more necative attitudq towa¥qu
her job than Betty dbes° Open-ended, a]though it would seem that Betéy%;

and Sara's Firday night activities have Tlittle in common with their jobs;
. w S~ - .
whereas Ed's activity and his job both involve a creat deal of interpersonal
\ - . .

“interaction; and in Bill's case, a high Tevel of competition is common to
both" his job and ﬁ;s activity.. Open-ended, a]thbugh {f éhe-group ﬁeegs

s prompting it-could be ‘suggested that Ed may spend at least part of his

-~ 3

weekend recuperating from his-iniday night leisure activity; and once Sara
has adequately recuperated from the psychological ‘stresses her job seems to
place on her, she may very well spend at ledst part of the weekend doing very

- active things (e.d.,'playinq tennis){?hat'éontrast ma}ked]y with her Friday
i . “: o o . ‘ - s '. . -
9~ .. night activity - T . 4 -

. a
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. ~+ /7 TThe above suggestions are simply prompts to be used if needed;

they are certa1n1y Qgt _the "r1ght" gr on1y responses to the

—

d1scuss1on quest1ons&m Sbmgwhere dur1nq the discussion you shou?d
. ) po1nt out (1f one ofwthe pavt1c1pants doesn t make the point for

-:l

you. ) that peop]e in smm11ar JObS do not necessarily take part” in
" the same types of Teisure activities, and that the tvpe of job one

- o o, . . :
, has does not necessarily determine what one does in one's leisure

L4

tine. . & E

-

/ ' - Ry
. ) .

As a follow-up to this acf(jity, you miaght allow the ﬁerticipants

~.

to proaect for themselves what they m1gnt thirk would be th1ca1 of

r

' act1v1t1es they would choose for their own Friday night. Quesi1ons

that m1ght be asked for this activity would be:®
N\ i '
1. Would your 1e1sure act1v1t1es ‘be w1th other people
or by yourself? .

2. ‘Do you see your leisure as active or auiet? %ow would
the activity Tevel of yout work -offect -the activity
level%0f your leisure? . o,

3. Vh{dt people or places woqu be the central focus of
your activity? t

1. HoJ much equipment, resources, money,,or other peop]e
would you need to carry out your leisurc activity?

k<]
[ I
-~
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2. Work and Leisure Interaction -
Various Job- demands iqf]uence one, s 1eisure activities.
Just as job demands themse1ves vary. SO do the specific ways
in which those Job demands inf1uence the nature and exterit of
_ one's activities when not on the job For many peop]e} the
‘demands of their job have a primarily’ restrictive inf]uence on
}_their 1eisure activities, because most people’ s work hours
- *preclude day—time recreational ac:;:}ﬂiES egcept an the~weekend
and preciude extended late night urs. For other peop1e. the -

demands of their jobs exert ‘a strong prescriptive influence on

.e~ :
. . their 1eisure activities because the nature of their‘work
'
creates social ob]igations and dictates participation in certain
' "expected" leisure time activities. “
. ’ . - N
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L aettviy

~ week, .

© Read the following two &esc‘riptions_ '_abﬁRo‘bert and Joe

‘and then qdeare the correlations bé@éeen,tﬁg?r work ‘and leisure
actjvities. s - I
ctpv v
: a7

" Robert is 38 xears‘éld and 'has just been pro;!ied to the
‘position'of:financ1a1=v1ce-pnesidg;§ in the prestigious bank-
‘where he has worked since earning Wis Ph..D. in economics
_several.years ago. The bank is in astown in Virginta where
“Robert and his family moved. after he was hired by the bank.
Before he was hired, a seniomvice-president made clear to
Robert that the bank's officers participated-actively in
.community a¥fairs by jofning the church ofsthetr chojce, the
Tocal country club, and at least-one of the ¢ivic or service
organizations in town; a11‘of-181ch Robert did shortly after
moving.there. He now ‘spends three or four evenings a. week
attending civic’organization meetings, church committee
meetings, or functions at the country €lub. In addition,
-"he plays golf every Saturday and.at least one afternoon a
week with a group of the town's business and financial ;
leaders. / S A T :

e

o
©

Joe is 26 years old and is-a compd%er‘programmer;fpr a .
firm which contracts with a number of diffe nt organizations .
to handle all of their data processing néedw, Joe works on
a variety of assignments and usually has to meet deadlinés
often complicated by: unforeseen programming probléms arising. =
at the. last minute. Joe frequently spends the entire weekend
working in order to.meét a Monday deadline, or works most of
the night on a problem that must be solved right away. Joe
is unmarried, but since he hdg to get ‘'up at 6¢30-am. in
order to make it to work on&time, he rarely dates &uring the

. s : [
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These are suggested quest1ons‘s If the\dxscu5s1on veerS, ;'-'°"&f§‘ . .
) fo]]ow it. Don' t feel reitr1ct9d by or 11m1ted to the questﬁohs S '."“;ine
AR listed here. . - - " . S I o T .
N - . - - i T . “;"' . e o
. . - 7
s s 1, what wou]d you say is the major way in whnch the demands L e
' ’ of Pobegt' sugob 1nf1uenqe his 1e1sure act1v1t1es7 : I .
=~ 2. ghat is the major way in which the demands of Joe' s Qob '°;V“ v
' - influence his leisure: act1v1t1es7 - B '
2 - c : » RS '14 . : .
. 3. Can you th1nk of other ways, not ment1oned/1n these” .
examples, in which job. demands 1nf1uence an 1nd1v1dua1 s, i
, . 1e}sune activ\ies?. . o .t .
¢ St . ¢ -
4, ”Ih what ways do. “the demands of xou JOh 1nf1uenc .
- + leisure. act1v1t1cs’ S . : %
) . Y . :';'{
5. How much satlsfact1on do you fee1 Pohert/Joe q : _ -
. their 1e1sure t1me7 b Qb o -}’- L e e
_ . . : ,
’ Valt .. .. ! '
~ The f0110w1nn are suggested answers for quest1ons 1 and 2 R IR
. A * .
1. The demands of Robert's JOb nave a bresE?1pt1ve 1nf1uence K B '
on Robert's leisure activities; e.q., it is expected .and . -
. almost required that he join certaln organ1zaf1dns. take . d!g}"
* part in certa1n activities (golf), and take part in those _ :
: Aact1v1t1es with certa1n people (bus1ness and financial -~ - .
' .f; . leaders). - e ot e
‘ “ P - ; S
2. Theaﬁbmands of Joe's job haVP a pr1mar11y restr1ct$Ve in- R
, “fluénce on Joe's leisure-activities; e. 9., the. numger of: % .o
= deadlines and ceigés situati that.arise restrict the _ .
amount of time.h has for any 'pe of TeTsure. actn?x;y‘ o C
Also, having to:Be gt work y in the morn1n9 pUts certaﬁn c L%
.. restrictionsTon evenjng acti es dur1nq the’ workuegk, AR T C
. . . . . - v R . “n . ’ o ’ . a8
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’Acti"vitz. n. SRR

It is interesting to experiment‘occa:ionaiiy wﬁth new or
different 1eisure-time activities in .order to brodden your
interests to explore new possibi]ities for: yourseﬂf ‘related to
your needs and abilities, or to further define and. focus your
interests on those act1v1t1es which are particuiariy satisfying
to you, (A) Discuss leisure acttvities ‘which you current]y
enjoy. (B) Describe to the group at Ieast one recreational or

leisure- re1ated activity in which you are not curreptly invo]ved

but which you. think you would like to try or know more about i

Find out what other people in the group know about that activity.
(C) Describe to the group at least one recreationa] or Teisure-

time: act1v1ty in which you wou]d like to.take part but.in which

‘the ‘opportunity for participation is not readaTx gvailable to

you, either because the facilities for the act1v1ty do not exist

.’

' in your area or you do not have the time or money for the

activ1ty, Discuss as a group some possible ways of-increasing

,the opportunities for participation in each activity described.

g
A

L]
*a

A




. ) @
)

P Activity J]. - _: B B e
’ -@A. ‘You can start the ba]] ro]]ihg by describ1ng your own : .

particu]ar 1éisure’ activities, e.g., hobbies, sport$, civic act1v1ties,
-. - reading,-family and homé act1v1t1es, entertaining,- etc. Suggested
quest1ons‘to keep d1scuss1on qgoing may 1nc1ude the fo]]ow1ng
ﬁ._ What do’ you 11ke best about each of your - 1e1sure
Aact1v1t1es$ ‘ .

E2 .. A

2. WUhich of your ledisure act1v1t1es do you enJoy the

V7 k?j e most and why?. Sl
o 3. ,

Do‘?bu have any leisure time abtiv1ties which you.
don't enjoy, and’ if so, what is it you don't enjoy
about them? 'If you don't enJoy'them, why do you
\}part1c1pate in them? N - .
4, Do ysur weekend 1e1sure time: act1v1t1es differ-
. greatly from your daily Teisure -time activities? ,
:If so, in what'.ways do they d1ffer7

5. (For those participants who ment1on sports or
: hobbies ‘among their leisure activities) how much -
does it cost to get started in that particular
“sport or hobby? What particular equipment or
1nstruct1on do you need to get started7 What
are the on-going costs once you' ve gotten into"
* the sport or hobby? * .+ | .

B.  Serve as moderator and fac111tator. ‘One way for you tg he}nbm
' fac111tate this activity is to use yourself as an example and share e
_of your leisure time activities.with the group. Share only as much as
you are comfortable with and as much as seems ‘to help the group get in-

volved themse]ves without centering too much on yourse]j;as a leader.
\

C." The fo110w1nq are 11sted as suggestions for increasing recreat1ona1
- opportunities if the group needs prompting:

1. Lobby. for ‘more city or neighborhood recreational
centers with a wide range of facilities and no
_cost to-residents of the area.

2. Lobby for more city, county, state, and federal parks.

)




3.

Lobby for more factor1es, compan1es, and other "

employers to provide gymnasiums, sw1mm1ng pools, f,

showers, and other recreational facilities for
the use of\ their employees, or even for use by
the general pubL1c at certain times, .-

On a personal level, decide 1f there are ways

“in which you can plan for and make better- use
of your own time and money resources.

.
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. .. STRATEGIES, SKILL OBJECTIVES. AND APPLICATION OBJECTIVES

.

-

The quality of a career guidance program can be detenmined
by examining several characteristics “of the program. One of

the,mdst obvibus indicators of program quality is the degree to

o which activities are coordinated with each otheru It §s

N

s

-

important that career guidaﬁ%e activities be planned'as an

' organized program of’acttvtttes, and implemented on a systematic.

seguential basis. Activities presented aé parts of an unrelated
or haphazard collection of role-determined services create
confusion rather than provdde an understanding of the world of .
work for the student Activities must be’ organized in a
developmental design to allow for achievement of certain
prerequisite goals before more advanced goals are attempted

quality of a career guidance program is also indicated

by An examdnation of the degree of’studént/btaff tnvolvement in.
rogram actzvzttes. A comprehensive program must not only
Sﬁnclude activities des.igned so that most students can participate
but also must prov1de some activ1ties designed for involvement
of selected students only.

Just*as some activ1ties should be designed so that most -

gtudents cdn participate in them, some activities .should be

designed o) that most staff members can. supervise and direct

them.

CIf av of the.‘ /ities are so speci: i ‘s
o

' ohly particu. - .ia:) membe.. can-direct them, then tic .u -
! TR

@
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guidance program could- ea511y become c]ogged Fewer students
o -would be ab]e to receive the benefits of the program under
" these sluggish conditions » L : |
A cqﬁprehensive program is characterized by a wide variety
‘.of'aareer gquidance processes. Courses, units, small grbup
discussions, work expkriences, individua]ized modu]es and ‘
\individuaiized counseiing are but a few of the basic career -
guidance process aiternatives To insure that processeslare
bydesigned or selected on a systematic basis, attention must be
given to a process model, such as the one depicted earlier in
this manual. The model serves to emphasize the importance- of
incTuding several_types of processes in a program, Basicaiiy,
there are four process systems - Curricuium-BasediContent and
Strategies; individuai Development Responsibilities; On Call
Responsive Serv1ces. and System Support Services. Page 70
depicts examples of the various systems and page 11_ provides

s

descriptive phrases of the systems

A
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IT.'  PROY STEMS. FOR CAREER GUIDANCE GOALS
CURRICULUM BASED CDNTENT STRATEGIES - INDIVIDUAL DEVELOPMENT RESPDNSIBILIT}IS
- - =
Courses/m1n1 courses ' o ' Advisory system
’.,ﬁ = P.E.C. E o : - ~ Cooperative planning
. =D.PE . . f N " Data, bank/credentials
- PLACE: “ . C ContraCts
-.LCDs ‘ - -, independent study/projects
o ' e * - = work experience-
Units - . : . - volunteer groups
- team appgoaches . : :
o _ Ca . : Exploratony
,SpeciaJ,Group Experfiences o _ S - testing
.= VEG .. - - . T . | . = projects
: C e o : ) - -= activities

Teacher/student exberieneeé

ON CALL/RESPONSIVE SERVICES ' SYSTEM SUPPORT SERVICES
¢' Career: Guidance Center - , Staff development
- Peer Counseling/support = ° , o = group-Jevel/area
;. Referral/consultation system . ' - individual activities L
. Differentiated staff . . _ te
i =oncall. S Needs Assessment
% = individual counseling ' . Orientation
- . = specialties _ . Parent development
T ' ’ o Evaluation _
' -,Gr'oups' : o : ‘ Community Hgkage/relations . ,
= rap ’ : ~ ' Materials development -
‘= special needs . . . Environment '
~ = information S ‘ Placement Service ' ’
- AR ' . =entry - | '
oy _ _ - summer
Co Ce ’ - follow!up
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PROCESE)SYSTEMS FOR CAREER.GUIDANCE‘GOALS

I'_‘ . e . A

t' <

Curricu1um Based Content &.Strateg1es

- needs of youth/society
- guidance Understand1ngs and
skills .

- *  =-instrdctional goals defined - _ .

- integrated into curriculum
- systematic & cqmprehen51ve

Individua1 Deve]opment Respon51b1]1t1es .

ftota1 1ife career concerns
continuous involvenient
personalized methods
accoyntability for each student
1n schoo1/out-of—schoo1 events

) On Ca11/Respon&1ve Serv1ces ..

- 1mmed1ate ava11ab111ty
unplanned néeds
varigty of settings

.l

1nd1v1dua]1zed/group approach

System ‘Support Serv1ces
7

- basic system funct1ons .
- in service training
S I materials/resource development
- student personnel responsibilikjes °
- lirikage/1%ason/consultation d

0N
v,

differential staffing S\'
e

-
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- The qucmtzty of p.:@cessassutﬂi ed, 'In a qua]ity capeer ., -, S .,

guidance program shou]d be such that a team of‘career guidanee

NK "
B

personne] is required for Jmp]ementation. ‘A career gucdhnce team ,
may consist of’ counselors teachers, career deve]opment | Sharedb
fspetia]ists, administrators and others. It is reasonable to - Rbsponstbzletzes

- eXpect one person to effective]y carry out severai career ' oo
-.'guﬁoance actiVities. However, without the he]p of others the A : Y
effectiveness of;a 51ngie staff member in imp]ementing a’ |
cemprehehsiye/brogram is 1im1ted Team members can assune
' prying degrees of responsibility for se]ected aspécts of the ' . :
.program'and thus contribute great]y to program quantity’and |
:huality. : - ’ - N | |
Thehremaining‘exercises ano content are very-important.// B
They_are designed to help you:-move 2¢omaéwareness to -
implementation. Actiuities are/p43sented according to the basic

- _elements of the process model to insure that your imp]ementation

plans and strategies are inclusive. \ o . \




\\§X., 'A. Curriculum Based ; - “;' o CoE
3 P B Strategz(‘ ‘ . ‘ ) N

: e . ."’ V - b - ' —

- o The membérs of the carBer guidance team may work with ) : o
., . ‘ . "

‘members of thes business community in’ their area to establish
»

-vcommunity-wide exploratory work experience programs providing
- real- life, on-the-Job work experiences for.all students. S N SR

outlined in- the last section-of this manual (Lndividual

) .
<Development Responsibility). once these programs are established,

'each member of the career guidance team wf11 be responsible )
14

p .
¢ for oVerseeing.the exploratory. work experiences of a certain _ -

) * o
" 7 number ofrindividuaT students. o - ' ‘ Sy

<

The work exp]oratory programs may take a variety‘of forms
which w111 be determined by (a) the degree of student 1nVok¥e-
ment in_the work, (b) the 'form of student rémuneration for the }
WOrk and (c) the time and length of student paptic1pation ’ i N
in the work . ;. S L kY

A‘\
-

- ’ 3 ) . . /
(a) Qegree of student involveément - d1fferent§t¥pes include .

(1 v151tation - student;1;ollow closely aa?’ogserve 0 f#’ 7 ,

e Job functions of workers in certafn jobs but do -
‘ not themselves take an active part in perf rming ﬂf“ A

’ - those functions : . T _ .

. ~ . . 3 . N S :
, Lo (2) activéibartltlpation - students .are asstgned certain
. ‘ . S actualsjob duties and are respon51b1e for carrying .
} - them, out -under proger supdrvision and with - : —
_appropriate instruction. . : .. '

>
™
g
/
4
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(b) Student remuneration - different types 1nclude'

(1) volunteer - students are(not paid for their wbrk

&
(2) d - students receive some sort of wage for g
5%'*} work. - ! //

course-tredit for their explonatory work experiences |.

";// (3)\¢ourse credit - students reeeive a certain amouﬂl-of

L. ‘ “combined with fulfillment.of some academi¢ require-
. ment such as*a five-page paper dascribing®each work..
: expertence (this can ben combine with either.the
_ volunteer or the paid option d the_émptoyers .
- ~ —_can be provided with. copies. f sections or the

entire student evai;}tion) - S

{c) Time and length of stu ent'parJchpaiioh - dffferent'

types include: T . e Ty

.Ja ) ‘-, !) ‘ N
. ) s 7 (1) during school < one or two hours a week ode day

‘ per week for one quarger. etc. R v

\

(2) after sch001 - an hour or more: a certa1n number of v
N . times a we‘k'for a specf?ied numbeerf weeks.

o (3)gon weekends - every Saturday morning for a month J

(4) dur1ng vacations - during Christmas Tiday rush at -
Tocad department stores, for entire symmer on

) ) temp rary, full-time bas1s. or by s c1al a$sfgn— -/
men

\

L) J '
Based on the Lgrge number of pos; it Le comb1nat1ous of the

te

above factbrs. each’schpol system ca design ﬁs of - o Z
‘exp10ratory work” exper1ence programs’pest suited to\1ts '{
% - ( /- : ¢
particular set of cond1t1ons and needs. . : E

Fol]owing-ﬁs a list of' suggested steps\to be taken in

: . fstab11sh1ng community-w1de exploratory”uerk expertence prograMs

-
-

a. Prepare}%;rat1onale for presentation to local bus1ness

LT o
' people 1m enlisting the1r support fot/such programs. " One way /
—\\ﬁ, \ N ; ; . . ) : e
‘ - ¥ \ . ' ‘ e
A PN Lt -
7N ‘ } 7

el the'

program.



- LS ' t. b}
< - . R . a-

. ' VR o T . _
| - of doing his is ta hgid a meeting{gf all members of the career j?,
oo guidance team in order. to decide‘ypon and-disguss the points '
. (
to ber en:%asized in talks with empioyers and in talks with

‘ students, and with parents In the meeting, give members of -

} y . S
’T(-' the: téam the chance to roie-piéy what they think s ch talks might A
8

be 1ike and *hat questions’%nd objections might be mentioned -

b. Decide upon a list of bustpesses to be contacted -as: ,: o,
. p ssibie participants in the\expioratory work experience pqggram.

Again, this shouid be done by the~oareer guidance team as a J

- §

~ whole. Be Specjfic Tn your . 1ist and/inciude a variety of
iﬁier t types of organizations -and empioyers. - ' ¥

Establish procedures to be’ foiiowed in contacting
\ _ ‘ L
the businesses E S

. 1) Mdke an initial phone call to the PersonneLz}
Office of each organization in order to” . .
-determine tﬁe appropriate individual to contact, o

) Makera phone. call to the appropr1ate1y cL i P2
. - L1} . v
' <} designated “eontact,person” in order to set o
, row, © “fupa meeting at-the contact person's con- R P
v : _ ‘'venience to discuss the exploratory work .
\\\ v ekperience prog#am. . "\
‘- . N , ~ '0’

e ! 3)‘Inquire about the types of 1earning f
' "experiences available.. Develop a Tearning , . ‘
: task description form to help empioyees

e o analyze the 1earn1ng p0551biiities in their\
: : organization Ly

4) Write a foiiow-up 1etier of thanks tg thee

Y contact person after your meeting. Include : R
- in the letter your understandind of ‘the mattens =
decided ip the meeting and the next steps to be I
taken, and ask for the contact person's written .7
) verif1cat10n. . . -
~ } SIS , , ) ‘\Aa. . : .
: : 4 . .
,g/ g‘ ] ¢
g , / : 75 EN \
‘ gt
¢ 4{ . ’ L )b ~ \
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d. Design a record-keeping ystem for keeping, track & e

of the response of each business contacted and the . e
s ) e . ~ . C
)' schedule of follow-up steps to bk taken. Alternative. - r o
; ' record-keeping systems miMlude the following' o . | PE
l) A card file with & separate’ record- R B W\
card for eaeh individual business. - - 7 | : L e
BN . ] <) N I /
N T o 2) A master "ledger sheet with one li{ﬂ i P
N : for edch”business and check-off- ns - ¢l ..
N . . across the top for the various S#e to - YR
- .+ . be taken. . o % B A L ,
; A ) ﬁ - ) "
. e. Design a M exploratory expeQLence checkl;ﬁ\t e .
. * ‘ " -
' used*by students in evaluating their expldratory work © Lo ST
\experiences. Other resource. l‘ials desUed tomrepa.ré , jﬂ'f ,,“i :
students for eval‘uating their on-tharjob experiences might ‘ &
¢ i 4 =
N also b/ discuss dy The job expl}atory experience chec’klist
‘ N may be -désigned either by the. ageer guidance teag*a‘lone | PR o
for may be integrated ’;nto the regular class curciculum asan)| -1 7 %
‘ . _ T e
K activity™ involﬁng student opinion (Rrowding the teacher .)\ . /
| with an already-developed checl(list to use as a guide) / _
"Using the input from 311 of the different classes check’* ' L o
1ists, a mast'er’"checkégt can be. designed Following \are ’ - ' . !
A <
_ , sample questions for inclusion in a job exploratory , "'\
,experience checklist . A R T
. N : . . »
‘\ 1y wnat will my hours be 1ike on this job? o Learnmg
, ‘ 2) Does ‘this job require any special | Oppomtwntzeev
: ' ( . schooling" L - ' B | . '
‘) R v . 3) Does this job require any Special i\ - 1 . ’ | N
\ . on-the-job training'that I can t get . L Ty
S in school? -4 C 7
/ C LT
[ . . - : v
o ’ N ' ' : ¢ r .
) - - ’ g ' S v . ﬂé
« # 13
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P \‘ ' . Ao v
. , s . ’ ot : ‘~ L\ L
PR | '. \ ‘_ '
R ‘ "4 In this Job, will I be working primarf#y
we T C 4-: with peop1e, with data, -0r. with.thfhgs(\;j

. N N 5) Nhaf are the opportunitﬁes for advarice-

Jem T, meat in this Job?z - .o . 7

Af. Design 5 p]an for 1ntegrat1ng 1nto rggular c]ass time '

N o both preparation time and time for follow-up discussion§ of the

exploratory work experiénce program. Suggestgd plans include.

l) Préparation - schedhle c1a§s time- for' each
A sfugenf to share preliminary research which
the individual has completed on the i -
cular business in which she/he will Cs
working or the specific Job which will be
perfocmed

AN

2y F llow-u - schedule class time for each
sguaenf go share actual experiences and &
feelings about the work and the woryers

L4

Joov T~

LHOURS ON ToB
Zﬁﬂ&wuscmem@
REBQYRED.

5 WAT Does #E
/LIKE AN D' DISUHKE
CABaur His JO8.
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. 2. skill Objective

The participants will ‘outline a rationale*
for enlisting -the support of local business for
exploratory.work experience programs. The rationale -
. Will include atleast two values of such programs
for students and at least two values for participating
- employers. The workshop coordinator will certify that.
the statement of rationale meets the above criteria.”

4

- »

’

Skill Building Activitieé
 The workshop coordinator will now §Uide you 1n»som:§§\\

\\,

. activities designed to help you meet the requiredents!of the

above skill objective.

. - Activity iz ’ . o
v - ' ’ s
A. Brainstorming Session ' E N
B. Role Playing Session
. You will now be given 30 minutes writing time for méet1ng
the Eequiréments of the skill bbjective. The procedure for
4y cektifying that you have met the reduirements of théfskill
/;I"v, D- . .
objective will be as follows:
A o Ra;jone]é Development L |
v Aftef writing for 30 minutes, you will exchange
papers at random and will spend 15 minutes reading the paper
you receive and writing yqur evaluation of the rationale
presented in it. Make sure that the rationale does 1ist at

‘least two values of exploratory work experience programs for {
-Students and at least two v&lues for employers. At the end of

\

sfince you will have kept and been able to refer to the 1ists

you made and notes you. took during the ski11-building activities. -

f

78
T 110

4 .

15 minutes, discuss your evaluation with the person whose papgr .. .
you reads ‘Presumably you will all have written good rationale€;.{

n
Rationgle for
Exploratory

Programs



If any of you feel that:the paper you read represents a

particularly convincing rationale or contaﬁns points the group

" had not considered before;*regj;Selected parts of it to the
entire group. After all disclission has been completed, give

your papers and their corresponding evaluations to the worksho

coordinator to read. The coordinator will then sign or initia

each paper as "official" certification that you have successfully

- fulfilled the requirements of the skill objective. The o

- materials will then be returned to you for use in your real-life

community setting. - . -

-~




Activity 12

’

D1v1de the group 1nto two teams, ass1gn1nq one group to list

a]]gthe reasons they can for the estab11shment of e{ploratorv work

e;per19nce programs, and a€;1gn1ng the other group to list.all the’

reasons they can’ against the establishment of such programs. Give

the two teams 15 minutes for these brainstohﬁing sessions, and _’l 5
Ee]] each particigénf\fo wrfte down\éll of the reasons hef/his team

notes, because the two teams will eventua]]y’be exchanging lists.

If the teams need help in getting started, one reason for the program

would he to give students first-hand experience of what to expect in

the world of work, and one reason against would be that their presence

miéht prove disighcting to some workers.
a) Brainstorming Ses s1on ’
After the 15 mfnytes are up, have the'two teams exchange lists and

then spend 15 minutes brainstormjng a rebuttal to each of the reasons
given by the other tearr. "n the same shéét of paber have each team

‘%Qit% their ;9butta1 next to the corresponding reason. | .

e At the end of this second 15-minute period,} have the participanté
return the oriqina]llists (which now coﬁtajn the }egutta1s as well) to-
their owners; and then sﬁend between 30 minutes and an hour discussing as

.a group all of the reasons and rebuttals. The participants should add to
their 1{sts any additignal reasons and rebuttals which gome up during this
discussidn. The thrust of this discussion should be that the group as a whg]e
will agree on (1) a number of reasons they consider to be persuasive and
compe]linq.fqr the program, and (2) a direct and compelling rebuttal to each
of the reasons they think mfﬁht be rai;ed against the program. Remind the

- L
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participants that these lists will be helpful to them in meeting the 2

s

~ requirements of the skill objective for this strategy.

b) Role-Playing Session | B - - .
flow that the part1c1pants have had a chance to th1nk of and discuss
reasons both .pro and con, role-play simulated exper1ences of what

H

d1scuss1ons with employers might be 1ike. Ask for a vo]untoerrto pfay
the ro]efof rationale<presenter and a volunteer to play the fol§§of employer i
(or assign people if necessary). Give them a maximum of 10 hfiates fow,
their discussion. After that, have them switch roles if they like, or ask.
gor another pair of vo1uhteers.' Pfter a couple ofyexehp]ary rolo-olays
have been completed, the group may pair off and play parts of presenter-
employer. ¢ |

Hopefu11y, the part1c1pants W111 be able to think of many va]ues to~
students and omp10/ers in the exploratory vork experichce program. Ask
them 'to discuss thesc values as a group The followind lists. conta1n some

suggestions in case the/ need help in qett1nq started

Values to Students

1) The program will give them Afirst-hand experience of the '
=] ,world of work and what to realistically expoct on a job,

2).The proqram w111 help them in making wise career decisions
by eva]uat1nq their interests and ab111t1es in relation
to various JObS

3) The program, w111 inject variety dand a sense of "the real
world" into the school curriculum, prov1d1ng a break from

\ routine which will be stimulating and increase. their
motivation, =«
1 .



Values to Employers _\ -

1) The program will contr1bute to a favorab]e public 1mage \
for the employer by show1nq her/his: w1111nqness to cooperate
With the school system in prov1d1ng exploratory JOb
opportun1t1es for students

2) The program will be: usefu] to employers in screening for
and evaluating the abilities and potentials of p0551b1e
future employees. \
3) The students written evaluations of their work exper1ence
will be useful to emp]oyers as an additional source of input
to enp]oyers ongoing management evaluations of their companies.

4) 4) The students vil¥ work hard, and their enthusiasm and fresh
' outlooks will have a positive and mot1vat1nq influence on
the other' émployees. ’ N _ '

o’ ‘ . ’ ‘ . .

N o In additién, 511‘of the stﬁﬁent-ré]atﬁd values wi]] u]timdte]y impact

favorabﬂy on mE1ozers, perhaps not nov, but when the students enter the

LA

job m@rket 1n the future a,s reou]ar emn]ovees For example, students who

ﬁ%ve had-the opportunlt/ to find out "uhat Tt s rea11/ 1ike" on a job will

ﬁke better f@re des1rah1e employees because they will begin thelﬁiemp1oy-

ST
"géealgi?ﬁc undnrstandlnq of- job expect  ons and respons1b111t1es.

JgrgﬂQ?%mmhaglzed to cnployers that there are many poss1b1e

e ?ry vork experience program, and that the career

‘£
R

‘:f ﬁ:d‘to worv1nn vith each emp]oyer on designing the

var1at10n or var1at1odsamh1ch are most convenient for the employer's a
a part1cu1ar Buslness and which are, tailored to that particular business's needs.
fn;al E) °at1ona1o Development

Jﬂ} Having qone thrbuqh\bbth a) the brainstorming-w%jting-discussion §ession,
and*h) the ro]e-glayinq sessiony tho ﬁarticipants should now be adequate]xﬁz
p}epared to fulfill the rehuinpments of. the skill pbjective«by w;iting a
rationale to present to employers in support of the exploratory work experience |
program. | | | v )
1;’17 . , _ ' ) , | .
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ro 3. Appiication Objective

~ The participant will 1ist the-expioratory

~ work experience ‘program which she/he feels will
work best.in her/his setting and will outline
the steps to be taken in impiementing that
particular. program. - ,

."

-

", Included in the outiine W17 be all of the ftems 1isted ", -
;e.><§£n the attached Appiication 0bjective Checklist for Curricuiun , ;
S Based Strategx, The worksJop/coordinator will certify that the ' e

| participant s outline megts étandards re]ated to each of those

items, in accordance w1’h the procedures under tﬁe foiiow1ng T ‘

activity; "
)  Activity 13 - . |
Application Activity for :
Curriculum Based Strategy _ _— o "
You-will be aiidtted 45 minutes' writing tige for fu’ o zProdnot: .
fiiiing the requirements of the applicition objective as | Exploratory
- described above. Use the attached Application ObJective [ Program 2
Checklist for Curriculum Based Strategy as'a guide. . ImpZementationf
. At the end of the 45 minutes, you will exchange .papers at Plan"

random and wii]ﬁuse the Checkiist to make sure that the paper

of the person With"whom you exchanged does iuifiii,the require-

ments of the application ohjective, Afteriyou have completed
" your checking, discuss with that person anylofuthe items on the
Check]ist *hi h.you feel have not been adequgteiy addressed. As

”  much addition 1 time as necessary will be aiiqtted for the sub-

80 -
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A |
squent revision and»checking'of those jtems. This procedure
- should ensure the successfu] comp]etion of all of the 1tems
| by all, of the participants. ' .

4 After you and the person with whom you exchanged papers’
agree’ that both 6} you have suecessfu]]y comp]eted all of the

items on the Checklist, give both papers and their corresponding
~accl 192 . ‘ ~

Check]igts to the workshop coordinator, who will check each -

paper aga nst its corresponding Checklist and wil]'then sign

~or initial each‘paper as "official® certification that each of

~you has met the standards set for successfu]]y fu]fi]]ing the

requirements of the app]ication objective.

-
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. ‘ . Activity 13 - o "
a . r . Y
* o ' 5 4 - » .
B You should mediate in and attempt to resolve: any disputes that o ,‘;
] . ' -~ -, \: ) N
» arise between members of an exchanqe pair over the satisfactoriness .
, ‘ .

of thé??‘response to any of the items. You will also be respbnsib]e

for checking the extra paper if there are .an odd number of people in

the group, for responding to part}cipants' questions about any aspect

of the application objective or the procedur be followed in -
10 it, and for working with the participants on improving any
Vel N\

responses which you find inadequate during your final evaluation.

)
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oo APPLICA‘(I_()N O'BJECTIVEACHECKLIST FOR ‘CURRICULUM BASED STR'ATEex ‘/XJ .

t).

o 1. Participant has ci ed the specific variation of expioratori% ’
P (: work experience p ram which W111 work hest in her/his
Lo . particuiar community.,

.

\2\ Participant has; included all of.the following in her/his out-
' line of the steps to be taken #n iMpiementing that particular

program: * A . o, - : ;
4
a. A pian for preparation of the rationale to be presented
"o . to Tocal business people in enlisting support for the
. program. _ ‘ » —

A .
\\\ a; Ty b. A list of the businesslg she/he intends to contact. -
. —- \ "L
. " ¢, The procedures to be foiiowed in contactin each of
o _ those businesses. e .

E d. Thg record-kee igg s stem to be used’ - keeping ‘track of
i ‘ ~ the response o% gacﬁ of the businesses. affi the schedule
//{' ‘of foilow-up steps’ td be taken with each. business.
e. A 1ist of at least four questions for recommended ‘thclusion:
"“in a job explbratery experience checklist to be used by
students n evaiuating!their eiﬁiorétory work experiences.

(»i';/..

} f.‘A'pian for integrating into regular class time both
" prgparation for and: foiiow-up evaluation of the exploratory
work experience program.

! - : ' ' )
/ .

. Participant 's Name ‘ ) _ ] _
CheckedsBy ( ' Af o oo )
workshop Coordinator : ' ,TL ‘ ' o , A

t - \-% ‘ . /
 Date: , . Y.
" i F ’ » e-‘ . )
\ B [ k . h //
S/ -

: 82 e o
" g x.“‘,' ,
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‘c
,?.._ L ;{éi Other Stud&egfes ’, 4/iif'; A .';‘ L
5\\; .fﬂ ’ In addition to the estabiishment of community-wide ‘
. ‘#,"n exploratdﬂy work experiehce programs fbr a11 students mini-
! 7l;L’ cou;;es on various aSpects cffhoth‘WOrk and lefsure car easily
=\,0- . LA J

- be integrated into the regulal c\as rOOm urriculum Many of /
) N

the workshop activ1ties used in this man

out chanqe, or adapted as necessary, for use with students

K
Fq{ﬁowing are lis;s of additionaﬂ workc ‘and leisure- reL‘ted .

activities suggested for- USe w1thastudents many of these

. & Iy "
9

R ‘;:}tdvities involve-prgsects which can be included in the

-

and leisure resource centep discussed n strategy section B-
(System Support/gerv1ces).

) . AgtiVity 14 .
WOrk- and Leisure-Related Activitiesw

e 1) Have. ents interv1ew their pa nts or other adults
TR about their jobsy™% pe,’record or take notes on the 1nterviews,

and then report to the class on -sych things as what the peopie .

1ike and.dis1ike about their JObS

* ??’ Have students spénd at ieast one day (preferab]y lonQEr)

actua¥ly on the aob with thefr parent(s) or other adults and
then/repor class on their experiences

Bfﬁgtudents interested in photoqraphy or film-making could
take pictures or make a film of their parents or othen adults
- at work (or draw, sketch, or paint a picture). They could then
‘present their proaedt to the class and discGss why they ‘chose
to photograph, film, or draw those particular act1v1t1es or
¥spects of .the job or work environment, ' - ) \&“

o 1) 4) Have students interv1ew am adult they on 't know (e.q.,
ctassmate'$ parent); p0551b1e variations include: ' (a) someone '

in a job they thinkpthey d 1ike, (b) someone in a job they
. think they wouldn't 1ike, (c) someone in, a Job they think they
é \

o -~ -'\ 7 « & > R

»

£
‘ 3
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,Student-ori;ntec
, oo ,.ﬂ
‘activities

~
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-‘educational backgro -their job
s, and-any changes sin¢ejthen, their
.2 school, .and their..ledfning expepie

«

y & L

~ knoﬂ a lot about (d) §omeone % a. job 'tﬁey don't know\aMy=
" thing about, Find out not only what the.jobs entail and what

tions in. high school

h%sﬁory stnce leaving -

the people 1ike and:dislike. aboutg;, ut alsp- the people's //
éprevious -Jobs that

may. have hel ped than in their presenton

"'5) From a master 1ist of N1 stuqents' ‘pavents, have 3
s tudents group them into categories of related ochupatiors -

. {related-by whatever aspects the student choose). and thep

.'spend a day on the job with th

‘(praferably in small groups so ?g ~' “
work setting, but have all visi¥ the same place), andthen hqg

have 'student. panels_discuss the pament-interview results. for each
category, ana]yzing"'ﬁni1ar1t1es/dissim1larities Wrents' '

.perceptions of their jobs.

6) Have panel or individual presentations by If*ecent

graduates of the.school. These might focus on work experiences :
since leaving high school.. . @ e

represented in the class, Have students pick a card at -random,'
e parent whose card they picked
(including’ houSewives) and thén- report to the class on their

e peri ences, s !

el . v

3 ~
T 7) Make a deck of cards k{th one card for each parent :

' 8) Have the entire class visit ¥yious work settings .
its do not d1sr\-<§ the

the entire class discuss the v1sf -- what they 1iked/dislik
Tegrned, would(]ike to fmo out more’ “about, 9tc

Aﬁb VH (S
LY “HALF
THE‘ S
'STUDENFS
. BROVGHT!
WHERE DID
60
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- 1 9)'Presentdd$scussion ane]s-compoféd f feople from inter-- " .
."."  -dependent fields, e.g., meditine’ (include n rsed, doctors, R N
~. '\ physical:therapists, dieticians and’ nutritionists, "patient- .. ... - - - .
. -, representativesﬂ..gther‘health para- and prbfessiona]ﬁwsugp.as .
" nurse practitfoners, midwives, physicians' assistants, and =~ e
. - hospital auxiltary and volunteerstaff). Ask-these people to . /f .
C ‘discuss the “interrelationships of their various rotes. .If .+ . |

4'_ posstble, have students organize  the panel, decide upof and. :
© .= ‘research the types of professions to be represenfed.jand,coptact Lo 4<'\-J

~?'  the prospective participantd,. - - D% . N,
10) From a student-gene?ated‘list o%Lactivftie§.(s orts, . -
.. - . hobbies] et .)s'ﬁave'eac student draw one from a hat ¥or a NN 3
* - deck of cards of the differept activities), reseaych it, ahd, :
™ - "7 report to the €1ass on it. Include in the report things Tike thé I
time, involy, '.cost ("set-up” costs, equipment, and = '
: ~ _continuing ¢ ts), the characteristics of the activities (e.q.,
competitive or not, créative, self-expressive, team event or
Tndividual activity); the abilities required; the ben fits tp
gatned (e.g., physic41 heaTth from sports, increased - =~ .
: vocabulagy'from.crossword.byzzles); and the‘€ules. ifany. o |*
/f' Q,
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Hind Cou?se,\ucquylum Bagéd‘Strategy 3 . T .

The travn1nq manuaT}ponta1hg many 1doas of act1v1t1es wh1ch

, could be used“thh students 1n the c]assroom—to increase th;]r .

q o FOEN v

under§tand1nq vf wdrk gnd - 1e1sure and the ]nteract1on of worl "\

and ‘leisure: A11ou the part1c1pants time to read through thése

N

and tﬂgﬂ‘aiscqss.any.concerns or questions they may have. Discuss

and composite list. "~

9



""to the 1nteract10n of wo k and 1e1s re

4

'B/ Systan appOrt Services SO .,
e R G

The members of the career gu1dance team may develon within

the schodﬁ a, woFk and leisure resource center wh{ch contains

o a- variety of (a)‘work-related resource mater1a1s. (b) 1e1sure-

“vfreldte‘ resoakgi materdals,-and (c) re

hﬁg\gi:jriais related }
¢ il .

as Spec1f1c work-related resource materials located in

the center cou]d 1nc1udeﬁat least the following

1) The following. Job classification ‘and descr1ption

+ ~  references; , '

< . i :

' a) The most recent edition of the 0ccu ational
Outlook Handbook (U.S. Department 0 Labor, )
Bureau’o? EaBor Statist1cs) '

. :b) The - most recent . edition of the chtionar .

of Occu atfon 1 Titles (U.S. Department of
inftion of Titles;:
Volume II OCcupationa cation; and

~ the Supplement. X . ‘
2) A m1n1 liirary of other books.s magazines, and other
types of publications and materials on the subject
of work, . These could include purely academic works

. such as some of the references given at the end of
1th1s module. as well as the follow1ng ’

-a) The book working by Studs Terkel.

s b) The “OCCupational Outlook Quarterly," which -
. ., "1s issued to supplement the Occupational
-4 . Outlook Handbook with articles on current =
~ developments Tn the‘occupational outlook field,

c) The "Monthly ‘Labor Review, which is pub--
lished by the U.S. Department of Labor and
contains. both statistical reports and special
reports by experts on the changing social,
ecenomic, and employment scenes.

86
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. Ql) "I.ooking Ahead ito a. Career. ' a serfes ©
O of 52 s1idés compiled by the Department of
b Labor :and- showing today's -ggcupational
* - ~_composition and changes ¢ ted in the
: years ahead. Included in the slides are -
charts-on (1) current employment by
~gccupationa and industry, (2) the effect of
. technology on-jobs, (3) fields which ook
~ particularly promising for the" futyre, and
(4) changing educational and training ree :
” requirements for various jobs. These slides.
- S, are available for a small.fee from the.
@ o ' Bureau of Lahor Statistics regional offices.

. e) Other statistfcal reports. Surveys. and

pubiications of the Bureau of Labor Statistics.

such as ‘area wage surveys and andlyses éf °

selected labor force characteristics.

Information- about the various publications

can be obtained by writing to the Bureau of .

' - Labor Statistfcs, U.S. Department of Labor,

N Washington. D, C. 20212 and asking to have

g one's frame placed on their mailing list for
%announcements of new pubiications. a

- : f) u.s. foice of Education pubiications'such
- . as the "Directory of Post Secondary Schools
- - ith 0ccupationa1 Programs, 1977, Public
‘ nd Private,"” which contains an ﬁccUpationa1

program index and 1ists those sc
each type of specific occupationa1 training.

g) Any publications of the state employment
service, trade unions, professiona1 societies, .
and employers' associations which the career s
guidance team decides wou1d be usefu1 student
references., ' . :

1 3)°A directory of 1oca1 businesses that have agreed :
to provide any type of exploratory work experience
for students. This can be-arranged alphabetically,
by type of business, dr cross-indexed to inclide -
both -arrangements, " Included for each busines
should be a . description of the specific types of
work experlence avai1ab1e to students.

~w
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A,diréctory'listing,IocaI women and men with:

-non-traditional careers (e.g,,-female engineers,

malte nyrsery’ school teachers) who are wijting to

-~ be-contacted for diScussions with students. This

~ directory can be compiled ‘as a joint student-career
~guidance ‘team project: students.can volunteer or be
~-assigned to contact the local Chamber of Commerce,
- local business women's associations,_ the Personnel
- Offices of various businesses, and any other -
-. appropriate organizations in order to locate as many
. .women and men as possible in non-traditional careers,
- . Students' parentS or any other familiar adults in

“-people to contact on-a variety of different panel

A rebository of student-written reports and other

,f) Copies. of the'job’eproratory experience

b) Copies of students' (1) preliminary research
- ¢) A tape: ibrary of necordéd,interviews which
.;d) A:f11m'11brary of bhotograph;. slides, or

‘e) Any other student projects about jobs,

non-tr&ditional careers should:certainly:be.contacted..
as well, This djirectory can-géirve as-a source for

discussion topics (e.g., the changing roles of women
and men) as well as for discussions with individual -
students, - T .

- 1 3 .

types of student projects related to the world of
work. - Included here could ‘be any or -all of the
following (see strategy section A, Curriculum Based,
for a more detailed description of each of these):

checklists which 'students compTete during
thgir-exploratory work experiences. N

~and (2) fol)ow-up evaluations of their
exploratory work experiences.

students have held with parents or other
adults ‘about their jobs.

films which students have made of varfous
ogecupations. . ’

such as paintings, poems, or whatever.

-

-

.
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b, The specific leisure-related resource materfals located

~fn the center could include at ﬁeqst the fd1low1ng:v

- 1) Recreational activity classification and description
references such as the Guide to Avocational Activitie
(revised 1972), Robert P, Overs, Ph, D., editor, :
“published by the Curative Workshop of Milwaukee and . Center
Univarsity of Wisconsin-M{lwaukee:-Rehabilitation :
Counselor Education Program. S - Content

2) A mini-1ibrary of -other books, magazines, and other
IV types of publications and materials on the subject
- ‘ of leisure. These could include academic and
philosophical works such as some of those used as

references for this module, as well as magazines
- such aiorts I1lustrated and Wrious crafts- or
hobby- ed publications, - - - oot

3) A catalog of recreational and‘leisure-related .
organizations in the area (e.g., UW-YMCA's, city or
other recreation departments, parks, health spas,
etc.). This can be compiled as a joint student-
careér guidance team project, with students volun-
teering or assigned to-find out about.specific o

S organizations, For each organization, the catalog
- ~ should describe (a) the available facilities K
o | ~ (e.qg., gymnasium, swimming pool, sauna, tennis
" courts, handball/paddleball courts, jogging, track,
‘trampolines, etc.g and (b) the types of programs -
offered at each (e.g., specific classes such as
exercise or dance, as well as open recreation hours
for public use of the swimming pool and gymnasium). -
The completed catalog might be printed for distri- : g
bution beyond the work and lefsure resource center
(e.g., individual students or teachers might want
to have ‘copies of their own), In addition to the
catalog ftself, a city map may be posted. in the work
and leisure resource center, with the location of
each of the recreational organizations or facilities
marked, and numbered or coded-in such a way that they
can be identified by their correspondence to an
accompanying key. : ’ )

4) A catalog of volunteer opportunities available to
students in the area (e.g., participating in
volunteer projects 1n hospitals and various types of
service organizatfons, working with older or younger

~

\




- people "résearching” different volunteer -

people, tUt0r3n§lfeT10w'sfudents-ar others, '
providing peer cbunseling, etc.). Again, the

catalog of volunteer opportunities might be compiled -

as a joint project involving both students and: - |
members ‘of the career guidance team, with different”

\ . 3

opportunities, . - -

“Completely gg! volunteer opportunities may;evén bé"

created as a result of this effort. “For example, °

a group of..student may decide that they would like to |

start a-“dial-a-friend" service at the school, .

- through which students can volunteer to spend.gﬁme of

.~ their leisuré time with other students who are -
looking for someone with whom to talk. =~ . v

)

A 1ér?e bulletin board on which Students, teachers
all school personnel can post notices pertainfng

and
to lefsure activities. The different types of

.notices might include the following:

. i o 9
© a) People interested in organizing group sporting. -

6)

events, hobby clubs, interest groups (e.q.,
a book group), outings, etc.

b).People interested in teaching or leading a
?roup activity, (e.g., a student who has
earned how to belly dance might decide it
would be fun to teach belly dancing to a
group of her/his peers. T

c) People interested in sharing skills through
an "activity co-~op" on an individual tutoring
basis (e.g., exchanging one guitar "lesson"
~for one bread-baking "lesson." s

A repository of student reports and other projects
related to recreational and leisure activities..
Included hefe could.be any or all of the following
(see strategy A, Curriculum Based, for a more
detailed description. of each of these):

1 S
a) Student "research reports” on various types
of leisure activities.

b) Student "diaries® of their own. Teisure actiyaties
* and what they 1ike about them.

’

-~

1 £y . . L‘l
- oy - .
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= c) A tape iibrary containing recorded inter- -
~ views 1n which students have discussed
leisure activities with their parents or.
, other adults. . N

d), A fiim'library of student-produced o
* photographs, slides, or films of various L
‘types of leisure activities. : _ .
e) Written reports. ‘taped interviews. fiims
‘or any other projects perta¥ning exclusively
to the leisure activities of retired people,
f) Any other student projects. ‘related to .
~ recreational or leisure activities such as
student. essays on preserving our natural
recreational facilities, such as our. sE te
| and nationai parks.l"k
 Ce In addition to separate resburces reiated to each of the

iwo areas ‘of work and leisure, jgune”égitd be a third set of
r

. resource materials related to the inte ion of work and ﬂeisure.
'For enampie. a team comprised of both students and career
guidance personnel may. deveiop a catdgog of Jobs ciassified |
according to the-amount and the distributxon of ieisure time
typicaiiy associated with them (e. g..,teachers usuaiiy have

their summers off but ‘devote considerable time a; home during

the school year to class preparation, whereas skilled iaborers

typically work aimost year-rouna but may not work at home).

12
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The value of such a work and 1eisu e resource center o ‘é :

f . - h e

resides in {ts centralizing a wide variety of different resources
and types of information which will be useful to (a): ;{;dents |
' in planning for their own' personal work and leisure environ-
ments.‘and (b) members of.the career guid@nce team in counseling
and advising students on matters relating to work and leisure.
The specific location of the work and leisure resoyrce -5.
center.wiii probably vary fron.one school to another;'dependinqggk
| on the specific facilities available at eachhschooi. There may

be space for the center Within the area allotted to the career

%

. /.
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. guidance personnef or perhaps with the approvaf of the sch001
11brar1an. an ‘area of the school Hbrary cou1d be set aside and
Se designated as the work and 18isure resource center. Inany .,

case, the estab'lishment of the center w1‘r'l probab'ly have to be

approved by the school administration. - . C o \
N
~ p00 o000 ‘ .
|6 RESOURKCE ¢ , MAN, THERE'S
—.J0oc00 00 ool ~ \ ' 3 JOSTNO WAY
-/ o ﬁ _ . ’f'Q GET THERE

= M =1l VY AND BACK BETW

/‘} |

L4

N [§ . N B . - -
. | 3 |
Foﬂowihg is a list of suggested steps to be taken in

establishing a work and leisure resource center:
. .

7

-
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4 '_the work. and leisure resource center. It should be accessible ’

S
~

Identify within your échool a possible?location for )

- to bdth students and staff. bht it-should not disrupt any other
‘school activities. Think of alternative locations as well.

‘b, Identify all the specific resources you would like'to

include in the center and a method forcebtaining each of them. K
(1) some may. already be on hand atlthe)ichool\ (2) some may be
obtainable by writing to certain organizl&ions or ind\viduals.

and (3) some ‘may ‘need to be specially created for your particular ,

d-community setting (e. g., the catalqg of volunteer
‘ -

school‘

. opp unities available n the area).

: c. Identify ‘the appropriate,adninistrative personnel a
| (principal, school board, etc ) you need to apzroach in order to’
obtain permission to establish the work, and Teisiire resource ,'

.center, "Arrange a definite time to meet with them about the

project, . °, T —

>~ d. In addition to the appropriateradministrative personnel
identify and arrange to meet with any support personnel whose .
help you will need-in establishing the centi{, or who will be
impacted by it in_any way (e, g., you should talk with the school |
libranﬁan if you would 1ike to propose a section of the library

- as’ a.good Tocation for the center). o

e. Prepare a wfftt;n—or oral presentation to be given to

the administrative and support personnel whose permission or help

L~

you will need in establishing the work and leisure resource

’

94

i"‘-s



-—

- center(' Dec1de wh‘ther a wr1tten out11ne or an oral presentat1on _

Coowin decide that "the. most effect1ve method is to- (1) submit a
o - wr1tten outline whféh thorou

f-center, and then (2) schedu]e_' Tp110w-up meet1ng to verbally

d1scuss any points upon- wh1ch further c1ar1f1cat1on is d s1red.
wh1chever methdﬁ\\oueuse//;hclude in your presentation al, of

A

the fp]]ow1ng* ' - N - K ’ v

} | | | o8|

v 1) Your reasons fpr wanting to estab\ish a work
‘and lefsure résource center (e.g., its.value
both to.students and to otfer school personne]

v " for reference and planning. purposes).
et 2) A suggested location for the center and at /
A ' .1east one alternative location. o

3)A 1istaof the var1ous resource materials you
. plan to Anclude in the center:  (a) work-
‘related, (b) Teksure-related; and (c). those
. . -which arefre1ated to the 1nteraction of work
{T/ and leisure. . C , '

the center would be .open; aNd (b) procedures
to be follpwed in accessing and using the various
resource materials which are available (e.g.,

. decide whether or not mater1ads can be checked
out of the center) 4

4) Your recommendat1on on (a)[&ours during wh1ch

Inc]uded here shou]d be any. recommendat1ons -
you have on whether and what types(s) of ‘ :
additional support personnel would be required
.~ for staffing *he work and leisure resource
- center. Perhaps students themselves would staff
. the center with superv1sion by the career
guidance team.

Before proceeding to the ski1f objective and skill-building

activities for this section, discuss ahy a&d1tiona1 steps which .

¥

- you think are necessgry in order ‘tc estab11sh a work and 1e1sure. ,:~\

F

resource center in your schoo]

f “‘ V 9 -
l! F‘
\)‘ . N s bt

3 31s more effect1ve 1n your part1cu1 sett1ng Perhaps you . .

Ly ﬁocuments your p]ans for the ms |
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2. Skiii o/jectiéz ; B T
S The a ant. wm grepare. for the members of
S . Che sc ooq a&t‘lﬁg
Y =Tal | developing a work and leisure resource center initfe
T ‘school, - The_presentation wilt dnclude (a) at 1D§§ '

R -gne value of such a enter, Hr) a suggested loca
N . for the center, (c) a tentative floor plan for the
:-)"'* -center, and (ds a-1ist of at least -three work and
N o iEisure related resburces for recommended inclusion

on

the center. The workshop coofdinator will certify
that th7>7roposed preseqtatiOn meets these{criteria._v

.or R
- 1§ metivity 15 - |
_ Y skn- Buiidi ng ctivities° “Work and Leisure Resourge QLnté?\~-

R T ad%ivities desidned to -help you meet the requir s of the

- above skill objective. The total time allotment ‘these -
7/ activities is ‘one hour. - After tha » you will be allotted 30

o ~ minutes for .preparing a presentat on‘ynich meets the criteria

- i ectives

v W

As. Discussion | ' Sf"-‘ . if.\‘;
- Bs érainqtonningnp_', ; ;/‘T -
;. c. éatwonale'Develoohent”;vi\ }“ e

| fDecidé ihether a written or ora1 presentation wouid be

“be mos t appﬁ?priate in/your particular setting.\ If you decide

- Zon a written ‘presentation,.spend the aiiotted 30 minutes Writing

,\__’___,i,/

.1as compiete and conv1hc1ng\a presentation as you can. If you

- decide on an-oral presentation .spend the allotted 30 minutes

making an outiineuor writi giwnatever notes you feel would be
musefuiito you in preoaring'for surh an oral presentation.

~ At the end of 30 minutes, pair ‘up at random with anofﬁer

lparticipant. Take turns either reading eazn other S written.
S ‘ - S .

. ' ‘ L
© - 96 . R
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stratfon s written or oral plan For ,," o

- N P N 3 3 j;
Co .The worksh c00rd1nator ﬂﬂii now quide yo ufg{
' or
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| and ieisure resourcé center.
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“or 1istening to eaoh other s ora1 presentition and: writing

down your eva_luation of it. ,’ Make ure that ayour partner has | |

tncluded a1l three pofnts 11sted uzder Sk111 Objective,, After" ‘

reading or istening to your partner s preséntation. pretend

/;' the séhooi administrator and ask as many questions -

as you can thiflk” of that perta to the estabiishment of. the work
;grk toqether on improvi; éach

“

| ‘other's written or ora1 presentation. and spend up to 30 minutes

, on this presenting/evaiuatinq exercise., At the end of that time. .i

give your written/orai presentation outline and’ notes. aiong
/hith their corresponding evaiuation by your partner. to the
_.workshop coordinator. The coordinator»wii] then read and sign
\or initiai gpch set of matesiais as "official" cerjﬂfication _
that your presentation meef/'the criteria set for the skiri
loﬁjective.' The materiais wi]i then be returned to you for use

V)

hn your rea] iife presentation tdiyour sghool administration.
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. Activity 15 .. B
"Skill-Building Activities T
a? Disqgssion . T . | o ‘I\
. > The Syster Support Services strateg section-has_alread '
7, The:Sy p\g e st ‘l?gx, nhas. al .jr , \/z_ e
-t presented the participants with two values of a work anfl Jeisuge .=

¢ ‘Y’;-‘ e
resource center.’ Haﬂ@(the'participapti spend 15-30 minu
. ) » N » [ ] ) 3 . ‘ [

discussing: s . e ) e

, g -
o 1) these and apy other values: they:can think ofs—>

A

2)- possible.locations for fﬁg’centgfl and’ - g{.--*\ <
a - I L s 2R (.
ui 3) all the-different types of resouree matérials to - | 7

. _be included in thc canter. - I :
/ . " = . ‘\? / /
- . *b) Brainstorming Session. :“5 T C, o~
TN : Then have them spend 15-%? minutes brainstormina the ﬁpssf%]e '.{}
»~ 4 ’ . : *

& bbjectioh§'and auestions thal Eheir administratérs;ﬁﬁaht have'_
QT§§1 :cﬁhce?ning the establishment of shch’genters._;Téll them to be as
’ F;{ 0 éﬁéciffc\as possibfg*tnf%hinkjﬁg of things thai their own resnéétive
scﬁoo].adm1225tratipn)migﬂt'ésk. For ggfh queEtion or objecéioﬁ“ |
which is raised, haveithe groﬁg try to come up with a conyﬁﬁcing N
or reasonable respoﬁs;. Fd]]owing‘are\suggested qdtstions and re- o
_ sponses 1in case the qkdhg’neeas.ﬁe1b in gé%tfnq started:

trF . . . -

1) Administratﬁonggértion? “You know what our school

_ ' e\
, di?%rict's budget is like. How could ve possibly afford to adsﬁk .

even one more svopqrt staff person to :un this resource center of
yours?" T . ’ @

X . Participant Response: "The resource materials.in ‘the center

\ ' o

'*1end’themse1ves Le11 to a self-service access system; and even to -~
self-servige check-oyt i; we decide that materials can be removed .  “

from the center. Students could volunteer t6 snend their‘free-,

ERIC - | ~ 105
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PR periods in the center to prov1de as 1s;ance and answer questions, o
: o

-5 Or meﬁ@ers of the _career guidance team cou]d take turns f1111nq<

t ¥ that function.! | : :
/ ) ~n ) ../»_/.

7 ' ’f 7 2)//Adm1n15trat10n Objection:; "We can 't have peop]e runn1na v

’ _ ' ,1n and out of thisﬂresource center al ay 1onq, the whole th1ng g) };\

ﬁ».:’ . presents]tdﬁ éich of an adm1n1strat1ve Zrob]em b 3' . R I
Parttglpant ResponSe ‘f"The#e no reason why the center

has to be opeﬂ all day 1ong I'm sure we can agree onfcertain\ >

1 ~

t1mes dur1ng the day, .or even after school, when it would be‘/ 5
\ ' convennent for the center to be-open. Perhans we CDuld exper{nent
w1th severad, d1fferent times uht11 ve find the t1mes that are most ’://///
conven1ent for Students, staff, and adm1n1strat1ona " o %?
‘ c) Rat1ona1iapevelopment : f' o | -
Hav1ng«bone throuqh act1v1t1es a and b, the part1c1pants should
. “now be ahle to nrepare a,Dresentat1on-wh1ch_wl11 be convinc1ng to
their<own partxcu1ar school administration;".Have each narticinant.
dec1de'whether*a written anSentation,'an'dral nresentatfon, or_both ;'
would be most convincing in her/his partidb]ar settind'iand then~'
give them 30 m1nutes to prepare such a presentat1on Rem1nd them&tb

1nc1ude all three of the po1nts listed under theisk111 obJective above.

/
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-3 Application Objective

The participant will outline all of the steps . N

. necessary #n order to establish a work and leisure
_ resource’ center in her/his particular school. In-
- cluded #n the outline wiTl be all of the items

listed on the attached Agglication Oerctive Check=
ervices rateqy. The

. P Y
'cipant s outlife meets the s:zndards related to
each of thoselitéms, in accordance ﬁith thé pro-
cedure described below. _

‘ Activity 16 . E
Application Activ1ty for System Support Services

El

You will be allotted 30 minutes® writing time for fulfilling
the. requirements of the application objective as described above.’

: N
. Use the attached Application A;Jective Checklist for System ¢

Support Services Strategy as a 9“%&?

At the end of the 30 minutes you will exchange papers at
random and will_use the Checklist to makevsure that the paper
of’the person with°whom you exchanped doeS‘fulfill,the require~
_ments of the application object?ve. After you-have completed
your checking, discuss with that person any of the items on
the Checklist which you feel she/he has not adequately addressed.
As much additional time as necessary will ‘be allotted for the‘
subsequent revision and chécking of those particular items.

“This procedure should ensure the successful completion of all

of the items by all of the participants. v

98 1 v" i~y ' . .
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o

fthe 1tems on the Checklist, give both papers and their correspond1

'agree that both of you have successfully comp]eted all of

4

After you ahd the pehSon wfth whom you exchanged papers_

ing Checklists to the workshop coordinator. .She/he will do a
final check of each paper against its cef:ésponding Checklist
anq will then sign or initial each_paper as "official" certifi-
cftion that each ef you has met the‘standafds set for success- |

fully fulfilling,the requirements of the application objective.
° . . . . ‘ ’ - -

§r




" Activity 16
- ___).'_._‘ S0

»

épplipationjgggjvity for System Support Services

Mediate.in.ana attenpt to reso]veféﬂy dfspuiés thét Sriser
“ between members of.an'exchaﬂﬁe péir over the sa?isfa;tdkingss éf
+ their reshonse‘to any of the items. - You will a]so‘bevrésbonsible
-~ for checking the é;tra paper if there aré"anyfudeven‘ﬁQMber of
péop]e in the group; for responding to‘part#cipants; due§tiohs about
any aspect of the application ohjeétive or,t#élprocedure to hbe
‘aTlowgdfin meeting it; and for working with the pargicipahtsyoﬁ

-

improving any responses. which you find inadequate during your‘;Y

check of the papers. L : . N
- . J
\—\ -
- ‘\s'
J \'\‘ l
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 APPLICATION OBJECTIVE CHECKLIST FOR SYSTEM SUPPORT SERVICEY STRATEGY

Participant has included all of the\followiﬁﬁ insher/his outline
- of the steps to _be taken in establishing a work and leisure resource
center in her/his particular schonl: o

1. The following details related to 6btaiming aémihistration
permission to establish a work and leisure resource center:

v

a. The name(s) of the specific administrative person

3 _ ' ' or people with vhom the participant must: talk in
Lo ‘ ’ orcer to obtain permission, . . - o

. 'ib. The namé(s)'of any support.personnel whose approval-
P T or cooperation is necessarv 7or establishing the
| center (e.qg., the school lihbrarian). '

. c.’ Specific times or dates when the participant should
» : talk with the adminTstrative and support personnel about
: ‘the center (e.g., during the summer preceding the school
yaar in which you propose to establigh the center).

L 2. ‘A 1ist of all the work-related resource materials~proposed faé
c inclusion in the center {participant shou st at least three). -

3. A_ljsﬁ 6f*all»the'leisure-relﬁted résdurce materials proposed for
ol ‘inclusion in the center (participant shouTd Tist a east three). -

4. The following details related to the development of those resdurce-
.. materials that must be created for the participant's particular
, . - location (e.g., the cataTog of volunteer opportunities in the area):

a. A list of those resource materials (at 1east three; can
~ incTude resources 1isted under items 2. and 3. above).
b. A‘description df the steps or ‘the process necessérygin
order to create each of those resource materials. -
p) s

Particigant's Name:

Checked By: _ ° . . .

x Workshop Coordinator: .

% pate:

- o 1009 +7y . " L
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. ‘ J
€. On Cal} Responsive Services | - |
1 statey b ‘
}Thg,members of the career gujdgncé team may deVelbﬁ‘an -
in-house staff resource and referral system which students c;n'_
i tap for as;istance with-Specifjé work or lejsufef%elited‘ |
concerns. The basis for the systa#?will be a "peOpr resources”
. fiie which lists,'%orveacﬁ.staff member: ’(a) the specific érea§
;n which she/he.can pfovide.work-ﬁk]gted éounseling on the.basis
of_he}/his own é&perience or credentials, and (b) the specific -
]eiSure-related‘activities{in whiéh she/he has an interest or
" experience. | | '

" The value of this system is that not only will students be
a§l§~to contact members of the c;reer gu1danée team as needéd
for purposes of work or~1eisure-;elated counselin@;%ﬁut each

;tudent will also be able to identify aﬁd contact<thdse staf% '

members who have Credentjals; experience, or interests which

are particular]y«re]evant to the specific work or ieisure-

)
related concerns of the student.

“Staff

Resources




Following 1s a lfst of subgested steps to be taken in
develbplng an ln:hpuse staff resource and referral system for
respond1ng to students work and lefsure-related concerns

L a Dec1de on thé s _Qeclflc staff members who will be in-

_cluded in the "people resources" file. Wil the file contain .

;; only counselors. or will all members of the career guldanc
team, teachers. @dmjnlstrators, and other school personnel be

' 1ncluded?

b. Decid& on the specific resource information to b gfl

| collected from each staff member who will be 1ncluded 1n the
| file Infonnatlon should be obtained for each of the followlng

two. categories

.* 1) Work-related - the spec1f1c areas in which each staff
-~ member can provide wor lated counseling and guidance |
on the basis of h ; _experience or credentials.
Relevant experie : credentlals could include such .
things-as: (a) vious jobs held, (b) friends or
acquaintances ﬁggyarlous occupatlons, (c) advanced -
academic training in sgch areas as vocational edu-

. ..cation, and (d) any cther type of relevant. training or
« ' experience such as participation in summer work at
the local office of the U.S: Employment Service.l

2) Leisure-related - the specific leisure- related activi-
. - ties in which each staff member has an interest or
experience. These should include such things as: (a)
hobbies, ( dP) craftst™fc) sports (both participant;
sports and spectator-sports), (d) civic groups, (e)
volunteer activities, and (f) any other relevant .
interests, tr ' i, or experience such as partici-
pation in this - :urkshOp on work and leisure environ-
ments.

¥
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N . . " \
°C. Decide on the manner 1n which the resource 1nformation :

will be* collected from each of the staff members. Possible
collection methods include: (1) personal’ 1nterv1ews, or (2) "F

mailed questionnaires.» . | [

. Once the method of 1nformation collection is determined,

'desggL_any forms (1nterv1ew outlines or quest1onna1res) that are

necessary. The forms should a]]ow extra space for the staff N
memhers_to add any_1nformat10n they consider relevant\and not
covered 1in the'1nterv1ew or questionnaire. '

e. Design a schedule for obta1n1ng the necessary resource
1nformat10n from each staff\member, e.g., (1) 1nt:rvfew an
staff members during the f1rst two weeks of the sdhool year, Jor

4

(2) mail a questionnaire tgseach staff member during!the summer,

and fol)Yow up 1n Septembei on any questionhaires not received N

by the 'time school starts.

f. Design a method for mak1ng the' resourg¢e 1nformat10n

available to students. The design should 1nc1udegprov1s1ons

t

for both (1) storage, and (2) retrieval of the information as
outlined below:
1) Storage:

a) H&%_the 1nformat10n will be storéd on cards as in
ar11brary, or in folders in & file drawer. S

b) Nhere the 1nformat1on will be stored in the work
and leisure resource center described in. strategy
section B (System Support Services), or in the

- office of one of the career gu1dance team members.

~

4
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. ~2) Retridbal:

i,

A

L/\

1

&), How students €an obtain the 1nfofM:§ﬂéf - on-a self-

service basis, or by submitting a réquest for infor-
mation to a me ber .of the career quidance team.

b) When students can obtain the information - only
~during the hours when the work and leisure resource
center is open, .or at any time during regular school
hours - and during certain weekend hours. :

Before proceeding to the skill objective and skill building

", T activities for this section, discussAany,additienal steps Which

you think would be necessary in establishing an 1nrh3use staff -

resourceé and referral system in your school.
2.

Ski'l"l*Objective o

) The participant will design an ip-house staff resource
~ and referral system for use in herPhis particular

school. The design will include. (a) a description of
the information to be obtained from each staff member,

and (b) the method for making the information available |
.to the students. The workshop coordinator W111 certify ‘

that the prqposed design meets these criteria.

_/

é

. \—/\




L adiviyyr?, T

-~ Skil1-Building Activities _

The workshop coordinator wi]] now guide you in some
activities designed to help you meet the reﬂpirements of the
above skill.objective. ~ o o “

| a) Discussion - Resource, Center Materials

p) Brainstormfing - Center Operations ~

c) Center Design - At the end of the 30 minutes writing
time," you will exchange papers at random and will spend LQ\
minutes reading the paper you receive and writing down your
evaiuation of the design preseiited in it.  Make sure that thej
design dpes include details for eachiof the two major points—vl
1isted in the skiiTQObjéctiye M the end of the 15 minutesgb
discuss with your partner your eva]ua;ions of eag/ other's

papers. - Keep in}mind that a staff resodrce and refarral system

which will work in your school may not'work as well in another _

school, and that the system you design for use in ydur particu-
Tar 4chool setting will not necessarily correspond in-all
respetts to the system your partner designs for use in her/his

/;phoo]. If efther of you feels that'the other's system design
is

incomplete in any way,lwork together on improving it. After -

your evaluations are tomp]eted and both of you are satisfied
. With the systems you have designed, give your papers and their

corresponding evaluations to ‘the workshop coordinator for herA
. ‘ , ©
him to read. She/he will then sign or initial each set of
¢ ' .

. —
\\\\\\\‘
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“materials as "o icial" certifitation ﬁi;t_your deéign meets th&
Crfteria'set‘fbr the skil]uobjective The materials will then

be rﬁfurnedito you for use in 1mplement1ng the gystem 1n your
real-life school setting.

3. .Applica%ion Objective - : g

The participant will outline®in writing the steps
necessary for implementing the in-house staff resource
and referral«sxr’em in her/his particular school.

n ~
v : - '/\. ' )
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L Activity 17 e o
.Skill-Building Activities : ~

a) Discuésion - Pesource Center Materials o e «ﬁw/j})r

Have the partic1pants spend 10 v1nutes writing down all of the -
specif1c things they %h1nk they personally have to contrrbute to the
opeop]e resogrces _f11e far each of‘the wo areas ©of work gnd lesisure-

“related credentials experience, or, 1nterests @ \ \\\\Q
i;LD ‘Tﬁéﬁ have ohem spend 10 mirn. s wr1t1ng down all of ghe different

™ ".categories and types 3? thing= *he - would ' “rs

'a6out in the informa on-collec: uon 1nterview or quest1onna1re Tell /

them to makejfwo separate,cateqory 11sts,‘one for work1(e1ated categories

and one for leisure-related categories. S@ggestions for work-related

categories include: prev1ous JObS he]d, ahd spec1a11zed tra1n1nq in

"job i;;nse]ing. Suggestions for 1e1suF8“¥e1ated categories include:

N
\\ .

partfcipant sports, spectator égorts, hobbies, civic activitiesy and ~

volunteer agtivities. -

\\\\\ After the part1c1pants have Tisted both 1) their ' personal“

resources, and 2) the cateqor1es of F resources they would ask other

< staff memhers about, haye them pair up at random and take turns jfnter-
viewing each other ahout theﬁnfreéoecpive work-and leisure-related ’ H
\ credentials, experience, and interests. Each/gnould use her/his two

éategory"ﬂists as a guide in asking questions when it is her/his turn

to be the 1nterv1ewer, and shou]d vrite down her/his partner S responses.
When both 1nterv1ews have been comp]eted the partners should compare
their ' persona]” resource lists aqainst the categories the other person
asked them about, to see -if there are any cateqories which the other \\\

‘e

person left out. The partners should add any such categories to their

’ 1,4 i

Q ' *
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respectfye lists, A]]ow the participanﬁéxio-minutes for these
o e

°

o interviews.
~ After all of the pairs have completed their interviews, Pave
B \k . /
each pair read to the group all of the resource categories they finally

\jisted. The worE?th coordinator or a.volinteer should write down
i N .r :

a11 of the categories on the b]ac@ﬁoard, and the bartﬁcipaniS\should

' add to their own lists any addiiional categories whﬁch cohe;Up during -
‘this final discussion. Tell the participants to keep these lists

since they will be us?fu] in meeting the skill objective for this
’ : v ) SR - .‘o .
_/ section. B : Con - :

b) Brainstorming - Center Operations
This activity is aciuajly organizational in nature. Divide

w participants into task forces. Each task forcé will be responsiba
a -

\

for outlining specific operations for storage or retrieval func
Some suggestions for both stora nd retrieval have a]ready been ,
presented .to them in the 1i§f§§ie;ibgested steps~f0r'imﬁiementing

this strategy. Also have thé group discuss how the information should
¥ be indexed for refrieva] (e.d., by pérson? by activity). One suggestion

here would be to design-as complete a tross-indexing system as possible:

1) have an iqdéx card for each persgn, 1istihg all of her/his work- and
\ f

leisure-relatéd "resources", and 2). have an index card for each49}rthe i L
; - - 4
separate categories included under the general headings of “worE“'a%d <

LI .
"leisure" with each card containing the namg¢s of all the people who have
"resources" that fall into that cateqory.
c) Center Design

Having gone through activities a) and b), each participant should

“ﬁow be adequately prepared to meet the requirements of the skill -3

.4()
-J
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o,bjec't‘ive by writing out the design of an in-house staff resource

and referral system for use 1'} her/his major points ‘11:§ted in the

“skill objective. Allot them 30°minutes for this. = - . #
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' these parts, in accordance with the procedure described below

/\
You will be allotted 45, mlnutes writing time for fulfilling”

~ random, and will use tﬁh Chscklis to make sure that the paper

i. -

'vsponding Checklists to the workshop coordinator.

“ments of the application objective.

: / e, Actlvlty.-18 J v i.‘.- l
y - ' . / . . . ; . ‘ "

N Bt '.

Included in the outline will be all of ‘the items listed
on the attached Application Objective Checklist for On’ Call

'Responsive Services Strat;uﬁ The workshop coordinator will

certiﬁy that this outline meets standards related to each of

the req%irements of the application objective as described above.
Use the attached Application Cbjective Checklist for On Call

Resportsive Services Strategxgas a guide

At the énd. of the 45 minutes you will‘“ichanqe papers at ,J

of the person with whom you exchanged does fulfill the require-
After you have comp]eted
your checking, discuss wjth that person any of the items on the.
Checklist which you feel she/he th'not 5dequately addressegf
As-much additiapal time as‘necessary will bévallotted'for the
subsequent revision andrchecking of those particular items.
This procedure shéuld gnsure the successful completion of all
of the items By ‘all of the participants

After you and\the person with whom you exchanged papers
a‘e‘agreed'that both of you have 3uccessfull§ completed all of
the‘itEm§~on the Checklisty give both_papers and their corre;
: She/he will \

"

'Product:

Implementation

k&?lm for
sazrces System



’ do & 'ﬂnﬁ Chﬁck of each .pa'pefv:" &Qainst 1tsi,‘_corre‘spond1n‘g . |
gﬁ_ech--i;t and wi 1 then sign or initial each paper as “"official"
+ . certification that each of you has met the standards set '?"for-

successfully completing the requirements of the g0plfratton
‘objective. L R
” . . T . . w V .
L |
C, \ |
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' Activity 18 E : ¥
.l ‘ . ' / v
Application Activity for.On/Call Responsive Services

Mediate in and-attempt‘to resolve any disputes that arisg between

members of an. exchange pair over the satisfactor1ness of the1r response '

£

to any of the items. You will a1§§ be responsible for checkinq the :
,extra paper if there are an odd number of people in the group; for Qp

’responding to participants’ questions ahout any aspect of the apphication .

-objective or the procedure to be fo]lowed in meet1nq 1t and for workinq _

A
with the participants on 1mprov1ng any responses which you find in-
adequate during your final check'of the papers. ' e,

__\,7 v -

# -

roed,
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" APPLICATION OBJECTIVE CHECKLIST . .
| FOR QN.C“EE “é5F°“§‘°E'§E“°1CE5 5'“‘!5°*

LS

Participant has included a1l of the following in her/his:"

outline of the steps to be taken in 1mplement1ng an in-
" house staff resource and rgferral system in her/his
particular school _ -

1. A list of tﬁe specific staff members to- be 1nc}uded 1n

; cluded 1n the file (e g., questionnaire)

the "people resources ile.

-~

2 “A 11st of ‘the specific types of resource 1nformat10n to

. be collected from each staff member who wiTl be TncTuded

in:the file.. The list will- contaig the following two major
Catggories witﬁ specffic types of nformation listed for
eac

;@."work-related resource 1nformation (list at
& -1east two types) ) .

1nformation will be collected from each staff member in-

- b

$

g. A description of any forms which must be designed for
.use 1in collecting the resource 1nformation

5.‘ A schedule for obtaining the resource information from

)
I

each incTuded staff member. -

6. A description of the method to be used in making the
information available to students.. Included in this
description are all of the : fo110wing items:

~ ____a. How the 1nfonnation vill gw stored‘(e.g.,‘on;

cards).

b. Where the information will be stored (e.g., in
‘the work and leisure resource center).

b4

c. How students can access the information (e g.,
S se1f service)

d. When students can access the information (e. g.,
~during hours when the work and leisure resourc
“center 1is open)..

'»”;f xLeisure-related resource 1nformation (11 tat |
»uf' v least: four types) - , Sf;h\_ﬁ

3. A description of the manner 1n which the resource

RS Nyt
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3
1. Stratggx
kEach member of the career guidance team may designate the

P et

foilowing responsibilities for a certain number of students:

(a) to make sure the student has at least one expioratory w0rk

- experience and one expioratory leisure experience during each -

year of her/his high school career, and (b) to help the student

a evaiuate ghe effects of these éxperiences on her/his personai ,

work and ieisure pians‘and objectives

T(y‘aim of aii strategiés incThded in the individual

~ deveiopme?t responsibiiities area is to ensure that every

stud has one member of the guidance team who assumes pérsonai
res onsibility for heiping her/him engage in and evdiuate '
gui ance-/piated experiences _The vaiue of the particuiar

'jstrat y described above is that it provides for both (a) the

.'ensuri ) of individuai student participation in key guiﬂancé-

) réTated experiences (specificaliy. expioratory‘work and leisure

. experiences), and (b) the ensuring of student evaiuation of *

those expioratory work and leisure experiences in reiation to -

the student s personai plans and goais

In impiementing this strategy. it is important to provide

the individuai student with a variety o™experiences, or at

“p, lndiv,idua] Deveiopment Responsibiiity R

9

Personaliz
Planning, B
| riagning

- Assistance

——teast to provide a series ofiogical progréssion of experiences

which build upon rather than duplicate each other. The cumu-

lative result of these experiences as the student progresses 7¥
\J

m




i experiences 1in different settings.

" by each of their exploratory experiehées({h the shaping of

those plans and goa

| strategy in the school are the design and devélopment of a’

are‘}

-

- through her/his high school career should’be growth and

-development, not simply.repetition and redundancy of similar
.

The guiding aim of the\career guidance team members {n

l helping students to evaluate their varjous exploratory work and

leisure experiences should be to assist the individual,student

~in relating each experience to her/his overall plans and goals.

whether those plans and goals change over the course of the .
student 5 high school career or remain the same. Students

should also be assisted in determining the - Félative roles played

\\Essential prer sites for the establishment of this -

#

'f’w.i‘i‘

monitoring syﬁﬁemfwhichvwilJ ‘ensure. that'the strategy is'ﬁg fact

implemented Three key nequirements of this monitoring system
“#ffe iveness, (b) efficiency, and (c) minimal,undesAra-

-

: ble de effects. Each of these three requirements s discussed

in more detail below: - X

,'--.

a. Effective--An effective monitoring system is one in :

which the Job»definitely gets done. In the case of the indi-

‘yidual development strategy descgibed above, an additional_ S B

stipulation in judging the eff iveness of the monitoring —

' system is that it get the job done to the satisfaction of\both
"the studzntsiand the staff.- The monitoring system must provide

J . . ,/' N

I
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®
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for every student in the schooi to be cont’acted by the member
rof the career guiilance team to whom responsibi iity for that
student 's individual development has been- assigned

fficgnt--Regardiess of how effective any particuiar

system may be,,‘it must'ntot be overiy taxing in terms of either
the time or the-mBHEy required of the staff’ the students or
_ the system itself. A monitoring system which effectiveiy
}/%f\' ) reaches every student but requires that the care .quidance

~ team members ,devote the majority of their- time to it 1s obvi-
ousiy not the most efficient. system Thus a balance beWyeen

/ etfectiveness and effici}ancy fust be achieved in the design d .
deveiopment of>he monitoring system which is to be used. S

Y C. Unanti{ipated side effects--The(impiementation of any

which may be of a negative nature, a pbsitive naturé or both.

' » Unfortunateiy, undes1rab'le side effects usually cannot be .

13

Y'i
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e typtr of- system frequentty produces -unanticipated stde e%ects, B B




°

p - ~ ‘ | o
anticipated fn advance and cannot be measured until the moni-

| ~thiﬁg sysfem'has been in effect for a certainifehgth'oﬂ time.'»
“In the same way; unanticipated side,éffects result from the
-1ﬁp1emenfation of the moﬁ}toring systém. In designing,a Tpni-
toring,sysfe&, attempt'to ahticipate both fypes of side effec;s.
since théy mqyastrong]y 1nf{ﬁence ihe way in which the ;ystem
¢ . fs initially received, as well as the final outcome of the A
.'"system in terms’ of 1ts;ovéka1i éf%qct;vgnesé.and eff?cieﬁcy: k
. Two poténtiaikundesi:ibfg-siae effects to avoid are: _(1)&Some
:); vitél]y-importahi_ta}é h;; SUffér from'inaftentioa because of;-:~
[’J;_ the-attention Hevoéed to the m&niioring sX;temai (2) Somelpeopigﬂ%
|  may be alienated by this particular monitoring system. Con= -
- ~ versely, as aqizirable potential side effect of this particuTar

1 n~

. . . v v 5
\\\\, _7§ystgm, certain \people might ngome much more cooperative or - ;
A; | (w more ﬂé;s?fﬁly E\;;;;éj toward the school or;ihe members of *he | =
C career guidance tearf:/ ) d o 1

“The three key requirements of a monitoring system discussed

-# above lead direct]y.into the skill objective_for this section.

-

2. Skill Objective

The participant will design a monitoring .system té\‘,
ensure that each student is reached by the individuai
development strategy. The design will include evidence.
that the system (a) will be effective (from both the
\\§€gdents' and the staff's viewpgints), (b) will be °

-;i~m»~~¢ ' —eXficient (In ténis 6F system, staff, and student costﬁi%

effort), and (c) will produce few undesirable side
effects (for the'system, staff, and students). The
workshop coordinator will certify that'the proposed
design meets these criterie.




o Adkivityxe - e
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~ .
a)" The three fo]low1ng v1gnettes descr1be the 1nd1v1dua1

1%e~elopment mon1tor1ng systems devé\oped at schools A, B, and C.
' Regd each bqs’agd then use the }able wh1ch £01lows to rat each
f the described monitorin ! ;j'erms.of Ats (a)\gffec-

t1veness, (b) e?f1c1ency, andv(n)‘;pe dhant1c1pated side effects
v

f74f4f7*” wh1ch it causes.

. ”. School A: The members of the career "guidance team sent
all students notices. telling” than who their individual .
.deve]opment- "supegvisdrs" were. " The"students were -also told to’
contact their career guidance team supervisor ang arrange to
meet with her/him_in person after they had any’type of explora-

ory work'er leisure experience.

% The career guidance team printed spec1a1 forms attract1ve]y
des1gned and appealing to students. The students were given a_
1arge stack of these forms and tbld to put one in their *

superv1sor's" box every week, indicating whether or not they
were engaged in an exploratory work or leisure experience, or ~
what 1f any plans they were making for such experiences. The -

weekly forms would in theory, remind the students to actually
plan for and engage in their exploratory experiences.

. As a result of this system, some students became particu-
larly motivated, and. began/reminding their friends each week
about the forms and urging hem to become act1ve1y 1nvo]ved in-
the program.

School B: ' The members of the career gu1dance team got
together and decided that they each knew a few students well and
that they -each would informaljly assume responsibility for the - }
students with whom they had g%od rapport. They decided that

e whole thing ¢ould be very casual and that there was no need

*  [to really formalize the-xsystem.
‘Every two wegks each member of the _career. qu1dance team

uld-contact a‘subset of her7his "colnsglees.” The team memberq,

 would each hade a Tittle:booklet\in whidh they kept trdék of
which students they had contacted)and when. They would consult
this booklet for determining when thex -should next follow up .

with each of their counselees.
: GS gieer guidance team members fo nd that as a result of
. the individual deve]opment strategy they became even closer to

L/
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& roster of all the students An the school and used this master | . -
1ist to divide the students alphabetically into groups of equal .

 to discuss them. Thiscontact was routinmely made on the same ‘
' day each’ week during the student’

- indicated displeasure because too much time was divérted from

" contact 5

" strategy. -

..o : . AR '
! T - Ty

the students because the system 1nvolved them 1n d1scuss1ng o

real-1ife experiences rather than general, distant plans. This

increased closeness also carried over into areas other than '

work and leisure-rolated concerns . ‘ N

School C:: The members o the career‘guidence team obtained
size, oné group for each team member. This assured-that- each . o
student would be "covered" by‘r:he 1nd1v1dual development

Once a week, each member of the career guidance team ‘ |
contacted each of the $tudents in her/his group to see if they
had had any exploratory work or llisure experiences; and if so, -

home room period,

At the end of a,month, several of the home room teachers /_ B

regular home room act1v1t1es for this 1nd1v1dua1 development

., 3 16 o | \
= “ 160. P \2
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‘.‘ | ' “Activi._tz:m_ V . .

Ind1v1dua1 Deve]opment Pesponsibility Skill ObJectives and Skill-

Budeing Act1vi;y

- -

a) . A]]ot the part1c1pants up to. 45 minutes for read1ng the

_three vignettes and completing their ratinas for'eaeh of the three

monitoring systems. Lead the discussion which folldéws that activity.

lﬁellowing are - suggested rat1ngs for each of the three systews

A
S~

Schoo] A: ' i‘ - id,

Effectiveness - Fair; probah]y a little too haphaqard, since all

contact ‘responsibility is placed on the students, with no provision

for fo]]ow-up by the career gu1dance team members‘

Eff1c1encz ~ Probably too cost]y, since a great deal\of embhasiszi§, f

p aced?pn the “attractive]y designed" forms.

"~ Unanticipated side effects - Mixed, 1ncreased mot1vat1on was a positive

side effect for some students but not for all.

L4

Schoo] R: Y -

&

“Effectiveness - Probably depends on the size of the school: In a

small school, an unstructured system such as -this one would probably

- work well; but in a large school, there is a high-likelihood that some

h

students would be missed hy this $<stem. \

Cfficiency - Probably pretty good; doesn't seem to involve excessive
time or money on the part of the staff, the students, of the system
itself. _ . -

Unanticipated side effects - Good; produces verv rcsitive side effect
Qf_incneased»clbsenessmbe%ween~career;ngdance”téaﬁ"and’students.

4

Sghoet C: o

Effectiveness - Good; it gets the job done, as all students do qget
contacted.

Efficiency - Fair; seems costly in terms of the amount of time involved

~ each week.

Unant1c1pated side Qﬁfects - Poor; nroduces nenative side effect of
antagonizing home rooh teachers. -

v

b) Having aone through the readinq/rating activityEEnd the ensuing

n S RN ESS '
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discussion, each participant should now he adequately prepared to meet

the requ1rements of the sk111 objective by designing and writing up .

2:‘351t0r1ng system to he used in 1mp1ement1na the individual deve]op-
- ment str&tegy in her/his ot%n school sett1ng' °en1nd the uirticipants

. 3

to 1nc1ud¥ in the1r system design evidence for a]] three of the key*

- ‘ ©

) requ1rements listed in the ‘skilt qt3ect1ve AE]ot them 3h.m1nutes l
writing time for th1s p ’ T o R ~
Studen?"iExplof'a_tj on o ‘

Following is a sugqestion for a possible student activity which i
the participants may use with their own students in the.area of
individual developrent monitorina:
1. (Havé each student keep an on-going 1og:recordtng the
experiences with Teisure or work and personal reactions to each. , f?
2. Prior to the experience, students would record their
exuectations and anticipations of the experience.s ) ‘
3.'v0n firstxcontect, the student should aive his/hey, initial =
impressions and 1at%r‘the student.may reflect upon the experience7

Format of the 1oq could 100P like th1s

Descr1pt1on of work/1e1sure exper1ence . i
/ L L ’ .
. 1. PMnticipation of ExperieﬁEE\§: =

I think the experience will include

Vd

e e e e e

—— .

—— e e e

2. My initial impression was__ : -

N X\ L g

X T T Ty




While there,_l felt

3. Upon reflection of this work/ Tei sure_experi e}lég, I \;,‘\
Tearned . ) 0
¢ - - - o ‘ ! .
I think I'pepsonally would feel _ -

Another’ momtom ng -0f an experience wou]d "be t&keep a sc

book to include descrwtwns of job. role, settmc, people invo

work cond1t1ons etc.

reacSi'Qns_\cou]d be kept in,the scrap book. _‘ .

»

S 17

Pictures, brochures, job forms, ?ersonaI .
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After compieting your ratings discuss as*a group the ¢

[}

;,_‘ ue.-, monitoring systems deveioped by each of the- three schoo]s,and '

. yaur respective ratings of them. , ‘ ‘
/57“4/. ~b) The abov3 activity was designed to help you in meeting

2 the requirements of the skill objective for this section._ You

' requir ' ents of that skill objective The' proce%e for certi~

oL be.-as follows: D ..
"~ At the end of the 30 min}ates writirg time, yoi T
exchange. papers at random,and.wiii spend 15 minutes reading the

’ \paper you receive and writing dowp your evaluation of éhenﬁ,
- monitoring system presented in it._ Make sure that the~system

design does include evidence for all three of the key require-
‘ ments 1' sted\in the skill obJective At the end of the 15 '

minutes, \isguss with your partner ‘your. eva1uations of each

other's papers. Keep in mind that an indiviquai deveiopment

w be aliotted 30 minutes writing time- fon,meeting ‘the ‘

t 7

_________________ monjtoring system which—w\]1 work in your' school may not work

5 as well in another school, and that the system you design for

’ use in-your particular school setting will not necessarily _ |
correspond in all respects to - the system your partner designs,
for use in her/his school ,If either- of you feels that the
other's monitoring\system design“is unSatisfactory in any way,
work together on improving it. After your evaluations are

completed and both.of you are satisfied with the monitoring

< ;k, I‘ & " \, ‘ W . ; .y'.
o o ) \ R . ‘ a\ _ C . ‘ —\ .
’ (' . - 'I'I7 T . ) ’ * .
’ Q . s
. 1 EA

R

fying t'at you have met the tfiteria of the ski11 objective wi11




S, _ J L .
systgm§ you havg‘degigned, give your gaperé and their corre-
'spéndHﬁg'evaluationé to thé erkshOp coordinator.for her/him to ‘
read. She/he will then sign of—initialAeach set of materials. B

as "official" cer@ification ;hat your ‘sign meef;F;;L/Eri fa
. set for the skill objective. The mét.rials will then be returned|

to you for use in implementing the monftoring system in your

real-1ife school setting.

3. Applicatfon Objective
L .

. . Y : /
The partficipant.wiTl outline in writing a plap for
implementing the individual development straigéy in
- _her/his particular school. Included in the outline
- ~.will be all of the 1tem5'1f§ted-on the attached
Application Objective Check]ist for Ihdividual
Development ResponsibiTity Strategy..

N . %

rd

i
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" meets standards related to each of these parts, in accordance

 wWith the procedure described below. C )

-

t‘& -l ;for Individual Development Responsibility Strategy as a

Checklists to the workshop*coord1nator » She/he will do a final

Activity 20 . N

@ ‘k , , o 4 "

The workshop coordinator will certify that this 0utl1ne _

s

V'Procedure: You will,be:allotted 45 minutes writing time for|

fulfillino the requirements of the application objective as
described above. Use the attached Applicatlon'Objective Check-

BTy ““*‘“;;éwmﬁs”

J

w,f At the end of the 45 minutes you will exchanqe papers at
random and will HSe,the/Checkllst to make sure that the paper
of the person with whom you exchanged does fulfill the require-
ments of the appljgation objective. After you'haveiéompleted
your checking, discuss with that person any of the ltems’on _
the Checklist which you feel she/he has not adequately addressed.
As much additional time as necessary will be allotted for the
subsequem?/revision and checking of those particular~items.
This procedure should ensure.the.successfullcompletiohfof all ’

N -

of the items by all of the participants.

After you and the person with whom you exchanged. papers :
agree that both of you have successfully completed all of .the

items on the Checklist, gixe hoth papers and their corresponding

check of each paper aga1nst its correspond1n§ Qhecklist and will

@
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jt:hen s*lgn or initial each paper as "off*lc*la]" cert'lf'lcation th

' N S (7> o

each of youshas met the standards estabH shed for successfully

'i;:,- ' fu]fﬂ]‘lag the requ'lrements of the app\]'lcat'lon objective ‘ ‘ - ‘
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App11cat1on Objective for Individual Development Respons1bi]1§y

P

Mediate in and attempt to reso]ve any d1sputes that arise between
members of an exchange pair over the satisfactoriness of their response
to any of the 1tems. * You w¥#l1 also be responsible for checking the
:exera paper if there are an odd number of people.in the dkoub; for
responding to part{cipiyts' questions about any aspect.of the applicqtiOn
objective ‘or the procedure te he followed in meetina it; and for working
with the ;hrticipants on improving any respenses which you find in-
adequate during your final check-of the paper.

I
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- _ APPLICATION OBJECTIVE CHE
. FOR_INDIV OBJEC

LY

Participant has includéd all of the following in her/his

plan for Jmp]ementing the individual development strategy

in 2pr/h15-part1cu1ar school:
1. The number of carcer guidance team members to whom
- responsibility for the work and le{sure-related individual

development of a certain number of students will be assigned;

2. The numéer of students to be assigned to each career
guidance team member.

3.1 The‘descripfion of a method for assigning the studefits

to the various members of the career guidance team.

4. A schedule for implementing the individual development
strategy. Included in the schedule are all of the follow-
ing points: )

a. When to plan and set up the strategy.
b. When to contactvthe students initially.
3

c. MWhen to schedulle sessions for evaluation of each
student's exp]oratory work and leisure experiences.

. L
5. The description of a method for documenting the results
of the student evaluations of their varfous exploratory
experiences.

Participant's name:

Y

Checked by: o~

Workshop coordinator:

" Date: -
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V. SUMMARY OF WORKSHOP OBJECTIVES L
The specific objecti¢es for this.manual are 1isted beiqw: |
A. Attitude Objective | _ t ’
The participan&f&i]] demonstrate comnitmeﬁt/tq he]ging
students (1) understand the 1nter5ctions of‘Qork and leisure,
j ‘ “and (2) determine and p]an for the types of work ané leisure
-éi activities best-suited to their own personal va]ues, needs, and Performance
. abilities. The participant\s commitment to these goa]s will be Objectives
demonstrated by a willingness to participate in the workshop
activities.
The participant will also demonstrate a positive attitude .
toward concepts presented in the moduie, e.g., the elimination
4 of sex role stereotyping. The participant's %ositive attitude
toward these concepts w11f be demonstrated by positive ‘responses
i ~to items on an attitude survey asse;sing Eeactions tg concepts
and programs presented in the module.
B. Know]edge ObJectives
The participant, will be able to demonstrate understanding
of job classification systems and the structure of the world of
work by choosing two of the‘fo110wing categories and-writing
one paragraph for each, Tisting variations within that category
/ 'and how jobs cigfge classified in terms of those variations.
The tategories‘are: (1) types of work activities, (2) types of

worker characteristics, and (3) types of work environments.

The participant will be able to describe what a worker can

122




A

‘act1v1t1es.

[

expect on a job by,chdosing three of the fof]owing factors

related to job expectations and respp\STbilities and writing a

p‘TaQFaph for each descr1b1ng at 1east one example of the factor

and how that examp1e would affect an in 1v1dua1 S attitudes and

~ &

reactions to a job. he factors are: 41) norm=monetary and mone-
tafy compensat1on, (2) the meaning of. woﬁt\for the worker, (3)
%

sex ro]e stereotyping, and (4) how job demand$t influence leisure

4

The participant will be able to onstrate an understaﬁding

of the process sthents go througn/éh identifying and matching
their personal leisure-related Véﬁues, needs, and abilities with‘
ava{lable leisure and recreattaha] opportunities. The partici-
pant will demonstréte an‘understanding df thjsxprocess by (1)
writing at least one leisure-related need and one leisure- re]atedh
ab111ty of her/his own and what she/he does to fu1f111 or matchl
each of them in a particular location; and (2) 11st1ng at-least -
three sources of information about leisure or recreational op-
portunitiés which are available to students in a pg;ticular
location, and what she/he can do to help studeénts find and use
eaéh of.those sources in making decisions about their leijsure
activities. |

C. Ski1l And: Application Objectives ‘

The participant will wfite a rationale for enlisting 3?&

support of local businesses for exploratory work experiencg pro-

grams. The rationale will list at least two values of such

123
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programs for students and at least two values for participating
empJoyers. The workshop coord1nator will certify that ‘the .

\
statement of ration;}e meets- the above criteria.

The partiziggit will 1ist the variation of the exploratory
work experiencé program wh1 wifﬁ “work best in her/his settihg
and wj1l outline the steps ié be taken in 1mp1ement1ng the pro-
gram in a particular conmunity. Iypluded in the outline w1¥7z7

a Tist of the businesses the part1c1pan intends to contact.\\The-

workshop coordinator will certify that this utline meets. stand-

\

ards related to ed%h of these parts. - V'\
N
‘The part1c1p§nt will prepare fq; the members of the> school

administration a written or oral plan for deve]op?hg a work and
a

1e1suhe resource center in the school. The presentattﬁh will
1nc1ud§ (1) at 1east“ane value Qf such a center, (2) a suggested
location for the center, {3) a tentative floor plan for the

“center, and (4),@ list of at least three work and three leisure

kY

related resaﬁr%ss fd¥ recommended inclusion in the .center.- The
s A

workshop coordinator\;}ﬁl certify that the proposed presenta&ion

meets these criteria. }
Th\\yart1c1pant will T1ist the steps necessary to establ1§h
a work and leisure resource centm‘ The plan will include (1)
to whom one must talk in orde?\to .get permission an& when one -
should talk'to them, (2) a 1ist of yprk -related resources to be

co]lected gﬁ? a list of leisure- réﬁatEﬁ resources to be col-

lected, and (4) a\]ist 'of and stepg for developing those

w0
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referral system for use in a particular school. The design will

z“mation will be stored, and- times dur1ng which students will have

f\,ﬁ . \‘ ‘ o

~ resources, created for one's particular location (e.g., the

catalog of volunteer opportunities in the area). The workshop
coordinator will certify that this outline meets the standards

related to each of these parts.

- The participant will design an in-house staff resource and | -

include (1) a description gf;the information to be obtained from
eachwstéff member and (2) the method for maktng the information
available to the students. The workshop coordinator b1]] certify
that the proposed design meets these criteria.

The participant will out}jne the steps necessary}for’imple-
menting the in-holise staff resdurce and referral system in her
his Earticu1ar school. Included in the outline will be (1) a
schedule fbr gqbtaining the necessary resource ;nformat1oh from
each sﬂe f merer and the manner 1n which it \\11 be, collected
(e g., q Jestionnaire) and (2) a descript1on of where the infor-
access‘te the 1nfoﬁgation Tﬁ° workshoppcoordinator‘w111 certify
that this out11ne meets standards related to each of these parts.

The participant will design a monitoring system to ensure .
that each student is'reached by: the individual development
strategy. The design will include evidence thatﬁtﬁe system will
be effective (from both the students' and the staff's,vgewpointsﬁ

o
will be efficient {in terms of gystem, staff, and student cost/

v
effort), and will produce few undesirable s1de effepts (for the

-+
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system, staff, and students). The workshop coordinatof will
,certi;y that the proposed design meets theﬁe criteria.
fhe\ggrticipant will outline a plan for implgmenting the
1n&}y1duaﬁ development strateg}iin the particu]gr school. The
plan will include thé number of gufdance personnel avaj]able;
_the number of students ass1gned to each and a method of assigning
them; and a schedule for cohtacting the students,'setting up

~ rd .
the strategy, and gcheduling sessions for evaluation of the

students' work and T&{sure experiences. Thedworkshop coordinator

will certify th%t this

these parts. \\ks

T1an meets standgrdé reﬁated-to each of

0 ‘ |
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V. SmmmyﬂétWiﬁes T e

Wrap-up Session

1. %Go through the Reference section briefly and add-any other‘sources
. . P

you kpow of. ..

® 2. Summarize what has.pccurred‘and been accomplished during the WOrthop.

3. . Answer any final auestions the particinants have, and lead the wrap-.

h %

\QW. . up discussion. :
Y . . “

\ 4. Finally, administerq%he pqstQ§§essment;at§itude survey, collect the

papers, and turn them in to the overall workshop coordinator.
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SN .- . POSTASSESSMENT ATTITUDE SURVEY | o

J

&. After all wrap- upfdgpcussion has been completed, check your

-

“response to ‘each\of the followin§ statements. . Then use the space - ;h/

- ,provided to write down your overall reaction to the workshop and any
PN . * i . - B (
s - other comments which you have. , .- g i\
. ) y ' L R
N ¢ . 3 f‘"", o : .
'“ A Strongly | Mildly| Mildly [ Strongly
/ ) - : Agree Agree | Disagree| Disagree
1 The most ifiportant® th1ng about 1\ o ' M
: any job is the salary. E , ‘ 47//‘
d E 7
pte in simi]ar;&.bs almost '
{;gays take part in the same - . -
\ types 6f leisure activities. ’ . ‘
! ﬁ &
s e o
3 Nomen'funct1on\just as effec- / N
~ . tively in management and v ‘ >
executive gosisions as men do.
<
~ - -
- 4. A we]ltwritten job description | R R _
N B can teld you- WRRIng your - L oo g e Y
- , need t now a‘w t a~ 30br b T 41¥T r
NI IS S S
a ’ © r o R sl o |t ™
5. Men tend.to work harder-than®’ -
women in the same job. ~© =
., 1\ - : .
§ B~—\l; is possible to get satis- .
: ' faction from both our woWk and
. our 1es1ure/ac§lZl:1es ~\\/
‘"'.\_' oy :
' _ AN : <7 Yy B}
.. 7. Real- 1ife, on-tHe-job workﬁf3// ~ ' -
: R , .expériences probably wouldn't
- be very useful to high school -
" LY students " { ' ‘
’ ;.(',‘ — . A ' - _ 1 ’ . a \\'
8. The materials 1nc1uded in a R 1 ' AR -
o work and leisure resource centen : ” ‘ N
= “would be useful to both students N
¢ and other school personnel. e : ﬂx\' \
S BN PR (A
1 Comments: S : ’ . | '

r..’ hY . N /
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/
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N Attitude Scales ~ |

‘A, MWork and Leisure Attitudes = N he
Séoring Instrdétjons: L s s :
Items 2, 3, 4, 5,6, 7, and 10 should be »'3, 2, 1for ‘
agreemen£< strong]y agree" 1s scored "4", and~”strong1y disagree" o _
1s scored 1", o b s 27
Items 1, 8, and 9 should-be scored !ifji[ f Q'disagreement5\ g
that is, "strongly disagree“}is scored "4" and "st 1y.agre C
is scored "1v. ' | JARE
S ¢ ’
| o , | Y
B. Postassessment Attitudé Survey , N
Items 3, /g, and 8 should be scored 4, 3, 2 \}\for agreement; |
strong]y agree" is worth "4" points. ' X ' | ' ”‘J*‘\‘ . ) f

Items 1, 2 4, 5, 7 are to be scored in the negat1ve or reversé

d1reetioq; Each "strongly pisagrii; reSponse is worth :9" points., '~ ‘('

. L . ',l\. a ’ 7
C. “Combined,Sgples - ; o
| W) { )
' Tota1 value’ ref]ects re1ative endorsement*of pos1t1ve work ‘and |

-~

1e1sure related attitudes. " ' 'w.

N
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x '
i T ’ F 2.
"'f' . )
T. F 3.
T F 4.

T F s,

T “F 6.
P

T F 7

T- F 9

Some of the fo]]ow?hg statements are’ true while others are S
false. Read each statement carefully and circle the "T" -
if the statement is true and the "F" if it

. Systems such as the 0.0.H..and theé D.0.T. are ‘Usefu]

- about a variety of jobs. \ o

' the factors ‘that have caused-the rapid grod%h of *service '
‘industrigs., S . T g

Postassessment ' , o
. Work and Leisure Environments . N ? >
' S i ) .
*

is false.
a - foe

’ o . . " 'fj'ﬂ .
Since World War- 11 there has been considerably more
growth in ser!}ee 1ndustﬁies than in goods productfon.

.
»

as information-retrieval davices. for finding ot , .

£l

A pé}son's’attitude towqrvhwovk'iQ'general-js not .
«1ikely to affect his/her *jgb- satisfaction in particular. -

For'most pebple, the demahds of thgir Sobs have a -
primarily prescriptive influence on their leisuré
activities, since their work hours restrict their
freedom to ‘take part in recreafional activities. -

Finding satisfaction in oneé's leisure environmént

depends in part.gn identifying and matching one's .
own personal leisur®:rélated values, needs and abilities
with Teisure and recreationatl opportunities which are
available. _ ' :
A rationale for community-wide exploratory work experiences
should be prepared only after contacting local business -
people for their initial reactions. N , ,,3 ‘
, ; W,
Student ‘written reports and other projects prepared by ) %§§,1
students should be used with caution, if 3t all, ag - R
resourtes in-a work and 1eisyné center. —

A "people resburces" file provides students wiihﬁinfbrmétion
and assistance from staff members. with know]edqg”and experience

in specific work and leisure related activities. - .
: S _ . ,
In helping studerfts evaluate pérsona] experiences, the career .
guidance advisory team should aim to assis: hhem in relating
each experience to overall plans and goals¥a® ° - .

Increasedgufﬂanization and population growth are amofig "
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T F 1. The 1mportance an 1nd1v1dua1 places upon such things-
S as mob111ty. preference of location,'work environment,
) physical surroundings and social contact should affect
"his/her job choice.

‘T F 12 Fringe henefits are fairly standard from company to TN
company due to the.federal standards set by law. '

T F‘*”43. Sex role stereotyping and m1sconceptions have resulted
: .+ in some empToyers thinking of(Ten and women only in
certain types of jobs.

T F 14, Ap organized set of contacting.procedunes “and a
* record-keeping system should be est d before:.
approaching business leaders for part at1on in a
work experience program. -

T F 15., One function of the work-leisure center is to make
volunteer opportun1t1e* known.

‘& T F 16. A staff member with experience in a particular hobby or o )
. A" craft would be usefuf~1n a “peop]e resources" file. ’ A

Tb F - 17: The fo1ciency of a student deve]opment monitoring system
. . can be determined by ta' amount of time &nd money' required
dﬂ of stafﬁwbstudents, an¥ the Systém itself. :

T F 18. A job exploratpry expec knce checklist s useful for
. teachers and gquoyers n prepar1ng .and evaluating the

student. A
T 19. In desmning#omtoring system“it is impossible to : .
. look ahead and t -

ry to determ1ne pos1t1ve and negat1ve

‘side effects. - . A
. , . p . )

T'“ F 20. Job spec1a11zat1on seems to decrease w1th the growth .
Jn complex1ty and méchanization of major 1ndustr1es

T Fy él. Preparat1on and follow-up act1v1t1e§;for the exploratory .
work program should be 1ntegrated into réqular class time.

T F 22. The work-leisure resource tenter is desiqned by the career
guidance. t¢am exclusively for student use in p]ann1ng T L
‘ the1r present and future activities. . ‘ '
T ' F .23. iParents of students are a va11d source of work re]ated
’ - - 1nformat1on. % oy .
J F 24, For protect10n df c0nf1dent1a11%y[‘1nfonnaf1on in the
S "people’ resourceg" file should be accessible only for

students whose purpose has been cleared and, approved "qf
"by the staﬁf member whose 1nformat1on he/she requests.
‘o ' e 4 . k: o ) A R

ol /o K

: ‘ . ' . ‘. - . . Y ¥
- . P ’ . 4 .
R P
v ! .’ - (N v T
a ) ) N ", W .
[ d. N .




v -

T F '25. Having sfudents interview persons in jobs they
7 BN B themselves have no interest in or feel they wouldn't
T | Tike is of 1ittle valde. :
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. Work and'Ebi?urefEnvironmenps Attitudes -
Please respond to the following statements by checkina your agreemgﬁt
or disagreement in the appropriate box to the ri?ﬁii

L

. | © F‘a
1. Educators have no réasoﬁ to be concerned with - . ’
the ways.-peopTe use their.leisure time. ' :

) 2. .Teachefs should share responsibilities for T . :
; . monitoring the individual developent of 5
. students. . :

" 3. Understandihg the relationships among
different jobs would help students make
wiser curriculum choices and occupational

choices. . .

4. Students should understand the factors that

influence their attitudes toward jobs. - '

5, Awarkness of personal values and abilities
is a primary step in identifying suitable
leisure activities. 3

6. On-the-job work experience is a valuable ‘
exploratory aid for making students aware of ‘
their qu;interests and abilities, .-

7. Community involvement, including involvement .

: of local businesses and parents, can be
integrated successfully into an exploratory
work progyam,

8. Work-" and leisure-related classroom gﬁtivities ' -
{

are-of little.value.
. N,

b ﬂf9. Inizstment of time anvévnerqy in estab]iéhinq
+~ a-work and leisure restiurce center would be of
little value. in our school. . '

. 10. Teachers infoUr school would be interested in
- Providipg information.apd in giving time and:
" énergy ti_fﬁpedple‘resourCes file, -

%
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SY Competency Self-Evalyation

. o ) ) . PR
. - & o , ’ I
Several functions in a career quidance progfem are listed
below. Rate your competency. for performing each function
by placing the number to the left of each item-that best
describes how well you belf&ve you would- beable to do.. -

the task. o \
,EW" o ' "‘ + S
. : 5=1 could /5tra1'n others to perform this function.
- ’ 4 = 1 could do this satisfactorily withoyt, supervision.
d 3 = I could do this but would need sa‘ne.%.
» 2 =<I could do this but only with close supervision.
1 =1 am totally unprepared-to do this. .

S: 1. Develop obj2ctives for student outcomes in the area of
work ‘and leisure, . o

2. Organize.a program of career guidance activities to
achi€vé work and leisure goals for students.

3. Outline im‘por'tant trends ,jn-;he__i th]ti_‘,"ouf work and

" leisure. C ./:5‘
. 4. .Develop instructional units for fnsirﬁ work and leisure
2 concepts into the hasic subject matter areas.

¢

.5. Develop awareness of-sex #ale stereotyping in work and

— W w - leisure, -

., WG Monitor extent to which the career quidance prograry s

-

being implemented to reach each student. .

7. Help students understand the relationships between leis@el Yo
preferences and work. ' g .3

Yy
8. Prepare a detailed plan for a work-leigure resource - ﬁ
center. ' S '

LA
P -

9. Co]vlect information, organize, and implement a "people
résources" file, ‘ N

+
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Participant Fieaction to Workshop, Experience
Please give your frank reactions to the work- 1e1sure workshop by
respondmg to the following items. (Check only one response’ for

>

. -each jtem, ) ~ -
- ’ .‘ ' - ,(‘ K a ’ . ':'. | v ' -
. 1. The leadership in the workshop was L
'nﬁ“éﬂ,:.‘ : T . ‘ .
R A. outst nd1n in: 11. res ects :
— My ——, outstanding in-aml respects, : /
. . » % L . .
. ' B. qeneraHy very good _| T, .
. ‘
‘ Coin adequate but could have Been better.
: L
D. qu1te«med1ocre needs. muchgampmvement» LT
E. - tota]ly inadequate. ", S &\ \ )
2. The workshop presentations were * T X |
RPN
_ A. a’% clear and stlmulatmq. N g % .
B. usual]y 1ntere5’t1ng and easﬂty\-un erstood o \
' C." in genera] adequate but var1ed 5 quality.
’ . D. rather dul“lvand boring. e k2
’ x& ) “ -
. . E. a wacsteof time.u A : . .
. . kN < "'- j.»‘ j“_'; . 3 .‘l . -, '
‘ L eE LT -i
. 3. The’ workshop conten;fWaﬁ . 5;‘ SRR T TR
'g*:," . " - . - ’ W5

A, highly andkfons‘-'lst;enat]y relevant to the. top1c.

7 B.* usually easy to re_Tate..to wor‘k-_]eLsure concepts.

.

c. - qeneralvlywe-l:évant bu'é sometimes seemed far afield.

D. ‘'quite diffi: g to a;ﬂsomate w1th york- 1e1sure. 'a ] ©

,bt . * ()
< SN . ..
. i& . ] R

. 8.
* E. rarely felated to the workshop ﬁtheme.

e

T e #,




N

4. 'This workshop experience was S ' .
A. extremely va]uhbie to me for my work.
B

L3
—

€. of varied value (Some parts more va]uab]eaﬁhan others)

-

D. of limited va]ue to me.

‘E. a tota1 wgste of time for me.

5. The procedures used in this workshop

A. pemmitted a high level of part1c1pat1on and

) opportun1t1es for personal growth.

B. ~ permitted some participation and an opportun1ty
to introduce ideas and questions. _ J

C. were h1qh1y structured but did provide an _
opportunity to learn..

Al

.~ .___D. permitted little participation and restricted )
= . opportunities for exploring concepts and practice
introduced.

RN JE." - structured wha the leaders wanted and the
;o participants could take™t or leave it.

\ ' - ¢
‘6. C€ompared with other workshops th;;

“fihave attended this
- workshop #as i

.o . A, outstandinq - rahks with the .very best.
e B. superior -.better than most , .

C. gverage - not the best bqt not the worst Qﬁ

D) below average - most have been better. ai*ﬁ -
. * . y , .
c e : . . LR
© ' E. definitely inferior - few have heen as bad. R S
\ ‘\\ " i ) / ' ®
T S )
‘ ) S " k, \_.“'v;/ 4 .
. . ; | .
. ¢ 9 , 1
B (¥ ’} «;‘
Y y o ; . .
: % | s Vi . . N R
“‘ i P w
: _ N g
: - . S - v 5‘ ¥ Sy
’ . ) ) 3 R ’_;_. .«‘ ¢ oy
¢ ¥ ¢ . 1 - sﬂ‘) Y ?
* e ;

.  valuable for me, = - <
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‘(ﬁy Appen'dix A -
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PREEN

WELDERS AND FLAME CUTTERS
(D.0.T. 810, through 819.887) . . /

-

Many of the parts in automobiles, spacecraft, air-
piane's., household appliances, and thousands of other products.
..\-. " are Joined by this process. 'Struc_t‘ural metal used for bridges
: and buildings is often wé]ded.' Most of the 40 or more different’
« elding ‘proeesses fall under othree 'basic'categories'.‘ arc, gas,
and —resistance we]dihg. “Arc and gas welding can be pehfonned -

7

. manually or by machine. Resistance welding is mainly a machine

o ,
W
3 . N

vpr\orcess. _

Manual we]ders may do arc or gas welding, or both, and °
they may be either skilled or semiskilled. Skilled welders are
able to plan and lay out work from drawings, blueprints, or qother'
written s'iecificati.ons. AThey know the welding properties 'o'f steel,’
b‘ronze, a]uminumz’enci other meta"is and alloys.. They also can weld
a]]q_types of joints hel® in various pdsitiohs'(flat, \Lertic,g\l,

horizontal, and overhead). Semiski]]ed “manual wel'ders'q,sually

- » --do repetitive work: that is, productmn work wh1ch qeneraHy does M

> ]

not involve critical safety and strenqth requ1rements. They

: i: gmmarﬂy weld surfaces Jn on]y one pos1t1on. A A - ( .
AN A . .
) ’ . Manuakwﬁ‘?ders contro] the me]tmq of metal edges by dwectinq

" , heat to the edqes e1ther from an"e]ectmc arc or from a gas we]ding

- : tohch. In one of the most commop arc we]qu processes, they f1rst

v

« Pe R B R P
. ~ v -
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jz;‘"strikeﬁ,inf&rc.( reaté an elécsric:circuit) E%-touchinq the .

[ 4 Cr L Hes =, - - . > . ‘ _) Ty . Q9
‘( . metal with tﬂg}n@tq‘rode. They guide tpﬁggleqtrOQg at&gfﬁf TT
Euiﬁpg}b distanceqfrom the.edgés,fsgd inteénse heat caused by
. the arc mé1fs'the edqe§ and the electrode tip. The molten

metal ‘sol1difies to_ form a.solid connection;;izf b s
Gas welders apply an ihtén§¢1y1hotﬁflgmeiﬁdgihé metal

edges.'.Afté};xhe tpfch is lighted, valVéé_d?é{ﬁ@jus%ed to

-~ *

. ” -obtain th; ro ér flame for the articd]ar ob. - Gas wélders
©y prop ) W p ] ' \‘
-~ heat, the metalawithﬁthe‘}orch and apply a welding rod to the ‘
hblten_meta]_tb supply’additional filler for the joint. .
( , . 1In production processes, especféI]y‘where the work is Q‘[

repetftivg anqhthe Gtems to be welded are‘ﬁelafively uniforﬁ,
the wéldin&, may be done by semiskilled workers who operate
machineé. For exémp]e, resistance welding operators (Q.O.T.
813.885) feed and a]ﬁnq.lheﬁwork and remove it after the

welding oﬁeraFion.is éompietgd. Occasionally, they may adju§ﬁ§z
the controls of the machine for the desired eiecfric current )

L)
. and pressure.

* 2

Closely related to manual welders/are oxygen cutters (D.O.T:'f
#16.782 an& .884) and arc cutters (Dvé{T. 816.é84). These wprkers
cut or trim metals. Oxygen cutters Je]t'the metal witﬁ a gas

torch and cut it byure1ea§inq a streém of- oxygen from thevtorch.
Arc cuttinq;differs from'oijen cutting ge;adse an electric arc

is the souréé of heat.f_O;yqeh_and arc cutters a]go h@y operate-

a torth'm%pﬁied on -an glecfrically or mechanfcal]y?;ontr611ed

- machine which aUtomaffca]iy follows the proper gu%de]ine.: R L
' : A . . . o

L4

.
. B ° ' . o
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Piaces of Emp]oyment )
About 555'0d% we]ders ‘and f]ame cutters were emp]oyed

~ throughout the country in 1972 Very few .were women. About

three-fifths of the total were empioyed by firms that manu-.

'factured durab]e goods, such as transportation equipment

machinery, and primary metals. Most of the rest worked for

oonstruction firms and repair shops

4

) The widespread use of the we]dinq and cuttinq processes

-

the jobs, however, are found in the major meta]working area

enab]es these workers to find jobs in every State. Most oir///\
. \\,

" In 19753&about half of.all we]ders and cutters were employed

3N

in seven States l- Pennsyivania Caiifornia, Ohio; Michiqan,
IMinois, Texas,-and New York: ‘
- Training, Other Oualifications, and Advancement °
Generally, it takes several years of ?imnq to become a

skilled manual arc or gas we]Jer and somewhat longer to become

a combination;wgider,gboth arc and ghs ﬁg!dino). Some of° the *

less skilled joos.ﬂhowever. can be learned in a few months of
on-the-job training. _
* Training requ1rements for res1stance-we1d1nq machine
operators depend upon the partiéhlar type of equ1pment used
L

most of them learn their work in a few weeks, Little skill

is required for most oxygen and arc-cutting jobs: qenera]iy{

‘they also can be 1earned in a few weeks, ’ . {__

L
Young persons p]anninq careers .as welders or cutters leed

»

manual dexterity, qood eyesaqht, and oood eye- hand/coordiﬂation .

4

" They 'should be abde to concentrate on detailed,work for Jong

W . \ ’ -\u .
o : 3 ~ N

& 10N
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periods, and must be f?ee of any physica] disab11 ties that

would prevent them from hending. stooping, and work1ng in B -
awkwagd positions. K ’ . ' . ) — g

~ For entry into manua] we]dinq'jobs most emp1eyens prefer- a
app]icants who have-high schoo] or vocationa] schoo] training
in we1d1ng. Courses in mathemat1cs, mechaﬁ!ca] drawing. and

b]ueprint read1ng a]so are he]pfu] ’ N o o : ' Y

-

\ -
Beginners often start Hin s1mp1eaproduction Jobs where k\,

_the type and thickness of meta], as we]] as the position o

of . the welding operat1on rarely Chanqe.I/OEcas1ona]1y.,they
are first given jobs as cutters-and 1ater/move up to manual ‘- T

&

A few large compa\nes offer we1d1ng apprent1cesh1p pro-

" grams that run as 1ong as-8000 hours. A]so;“the v.s. Department -

of the Navy, at several of its insta11atjons, conducts 4-year .
welder apprenticeship programs for its civilian employees.

Programs to train?ungng*oyed and underempioyed'workers'for A

~entry level we]diné jobs. or to upgrade we]d?ngisgills were

operating in many cities in 1972 undenathe Manpowdr,Déve]opment
and Training Act and other Jegislation. The training, which

may be in the classroom or on the-job,']asts from several weeks

S . . : “ A
up to 1 year. Additional work experience and on-the-job training ,
, . ‘ - . . . 5\
mayrquafify graduates as skilled welders in a re]atiyéfy short
time. R S N IR /
1 ) ) N * * T, (¥

. / .
HérdBefore being assigned to wogk on boilers or other jobs . ;
whére. th} strength of the weld is highly critical, Weldersl.

o

may be required to pass aﬂ»eXaminationf§TVen.by.an employer
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or(govermnent agency. New-deve]opments in some manufacturing

1ndustries are increasing the skiﬂls requiréd of welders

‘ghis is particularly true in fiers such as atomic energy or'
. m1ssil@anufacture, which have high stahdards f%r the

reliability of welds and require-more practice wo;i

1
i

welders may be promoted to JObS as we]ding 1nspectors,

'
» . HE ~
»,m

- " techn1c1ans, or foremen A sma]] number‘of Quperienced we]ders/ -

~a Y

open their own welding and repalr shops C ' ;‘*' o
A jf‘ ' Employment Out]ook - .' L 'tér
LA /, Emp]oyment of welders is expected to 1ncrq<}e rapidJy » '

longrun “out look for meta]working 1ndustries and the wider use
" of the we]ding process. “In addition to jobs created by emp]oy-

ment growth a few tﬂbusand openings willuarise annua11v because
B,

through# mid- 1980 S as a result of the genera v fa%rab'le L

of the need- to rep]acei%;perienced workers who retire or die..-

N

i& E’ Openings will occur,'also,'as some welders transfer to other

occupations. , . L

ALY - r

Y

5 . w s
Many more manual welders will be needed  for maintenance
ad repair work in the'J:Owing_meta]workianindustries.- The'

. PR

‘f.se in p1ants that manufacture ships “boilers, st raqe tan

= “g 3 cher strzctura]-metal products. The Conﬁtruct10n»1ndU3try

t ] ber of welders as the use of we]ded

@
- ﬁ R
.. - a .
. B - . .
.

es ex ands.
IS 9
- Emp]oyment prospect//fgt resistance we]ders are expected

steel b011dqng techniqu

e g
to centinue to be favorab]e becaus%'gf the 1n eased use of

machine res1stance-we1d1ng in. %he manufacture of‘motor vehicles.
N -

aircré&t@gnd m1ss11q;, raiiroad cars, and other products 3'

N -
e T W

~ f o . Ve 0
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nbiber of~manua1 welders.in production work is expéf;ed to in-
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. L. a .
The number Of jqbs fog'oxyqen and arc cutters is expected

to rise somewhat durinq the.years ahead a% the resukg of the

generai expansion of metdﬁwprking activity The inéreased
use of oxygen and arc- cufting machines hpwever._wiil tend 297

f&-—

restrict growth in thesefoccupations . > o ;;_'

N N ~ Earnings a/d workino Conditfons f;; .

o8

National ‘wage data on we]ders-and cutters‘are not‘awaill':‘
able. However, data from several union contracts,in the* j "'
shipbuilding and fabricated structura] meta] produtts industries )
indicate that welders hourly earnings ranqed from $3.85 to
$4 90 in 1972. Cutters generally earn 1eés‘than we1ders

The standard workweek for welders and cufters is 40 hours

Many employers prov1de paid vacations and HK]idays, and
t

additional benefits, such as 11fe and heal

A

insurance, and
retirement pensions. _ } h“
Welders and cutters use protective c]othind, qogq]es'
helmets with protective 1enses. and other dev1ces to prevent
burns and eye injuries,. A]thouqh 1ightinq and ventilation
are‘usualiy adequate,'theyfoccasiona]]y work ‘in the presence 2
- of toxic gasés:and fumes caused by the he]tinq of some netals.
" They .are often in contact with rust, grease, pdint, and other
elements on metal surfaces, Operators of resistancg-weldinq
"machines are largely freeufrom the hazards associated with
hand welding. An eyeshield or goqqles qeneraiiyxoffer
adequate protectior to these wnrkers.
Many weiders andvcutters are union members. . Among the
unions~ that organize these workers are the International
\ Association of Machinists and Aerospace Workers; the Inter;
) I
‘ ' L — LN




N . >
national Brotherhood of Boi]ermakers, Iron Shﬂpbui]ders, . o :;};,
B]acksmiths,,Forqers and Helpers;' the Internatibna] nion,‘
United Automobile Aerospace and Agricu]tura] Imp]ement
U Workers of America; the United Association of Journeymen , 4 o

and Apprentices of the P?umbinq and P1pe Fit ing Industryr

¥

'of the Un1ted States and Canada, and the United E]ectrica]

Radio and Mach1ne Workers of Amer1ca (Ind ){ 0n1y one ]abOr
organ1zat1on ~- the International Union, U 1ted welders o
~{Ind.), is known to be composed ent1re1y f welders, employed
1arge1y in the aircraft industry on the W st coast
Sources of Additional In ormat1on
For further information on tra1n1ng and work opportunittes
for welders and ‘flame cutters, contact local emp]oyers. Local
off1ces of the State employment serv1ce also may- have information .
about the Manpower Deve]opmentvand Tra1n1nq Act, apprenticeship, |
and other programs that provide training opbortunities; General
information about welders may be obtained from the State
Supervisor ef\Trade and»Industrial‘Edu ation or the local Directon
of Vocational Education in the State or city in which a person e

wishes to receive training or by writing to:

‘The American Ne]ding~Soci ty, 2501 H. W, 7th
St., Miami, Florida 33)25.

International Union, United Automobile,
Aerospace and Agricultural Implement
Workers of America, 800() East Jefferson
Ave., Netroit, Michigan ' 48214,

1
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"several aspects. of any occupational opportunity.

T + .+ Appendix B
"). V

. OCCUPATIONAL EXPLORATION
| CHECKLIST tL

W

\)

The paqes 1n this Check11st provide qroups of questions about
Theé .topic for

' each group 1s listed in-t *he upper riqht hand corner of each page.

L. These groups and questions attempt to cover the kinds of
information you might want to gather on each opportunity you explore.
Use these as ideas of appropriate information-seeking questions you

| might ask’in order to collect 1nformat10n you need for planning your .
vocatigpal. goals. - ; - R

L when you have completed this Checklist, use 1t as long as you
need. it for your own decision making. Then, return it to your -

‘ "counse10r or teacher so that a central "bank" can be made of all

Checklists you and other students complete, Students would then be

T ab]e to use any of the 11sts they need from this bank 'at any time.

A : ‘ ;
. i

> B R . !
. . . .- 1

A

quThé name“éf the specific otcupationai opbortunity summarized 1s:

‘ ,).?'._‘,1; ,", . . "l ’ - , £
o Your Name - ‘ _Date You Completed This CheckTist
X, L .
Y e
, Nof .
- B =
17

BRCe W



S - ~ SOURCES OF
NATURE OF THE WORK -- JOB DUTIES - INFORMATION

—

A. Into which of these long-range goal
families would this occupation fit?

~ (Check the items which apply to this

- occupation) . ‘ y

Engineering, Physical Science,
Mathematics, Architecture

Medical and Biological Sciences
Business Administration

General Teaching and Social
. Service o

~ Humanities, Law, Social and
Behavioral Sciences

___ Fine Arts, Performing Arts

- Technica] Jobs ’
Busiﬁess, Sales
Mechanics, Industrial Arts
Construct{on Trades |
Business, Secretarial-Clerical

General, Commercial Service,

Public Service

B. What are some of the specific duties of
persons enqaqed in this Occupation?

"C. On the average, how much‘time is devoted to
each duty each day?

t e

4
| n b

, are spent at ta.
on while the worker

197

2




NATURE OF THE WORK -- JOB DUTIES

SOURCES OF

INFORMATION

Hé@ many people work in this
occupation while the worker is off

" work? .

What types of firms offer employment
in this occupation?

Which duties or tasks are the most
intrinsically rewarding?

wWhich taéks are the most frustrating?
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A

4

S ’ WORKER CH RACTERISTICS -~ S KSOURCES OF
. i  PREFERRED OR REQUIRED INFORMATION
| A. vwhat worker abilities are preferred or re-. , N\

_ quired for this occupation? (Check only.one
from each°set of four choices.)
1. Verbal Reasoning -- abijity to understand
words and to use them effectively.

. High _____pow—AVerage
_; High-Average ___ Low. | ba
s R 2 Nuneribal Ability -~ ability to work with
numbers quickly and accurately. I
__;;_ High _____Low-Average o T
. High-Average . ____; Low |

-~

\

3. Abstract Reasoning -- ébility to see ]
relatTonships among things rather than

" among words and numbers. »
High Low-Average
. High-Average Low

o

4. Clerical Speed and Accuracy -- ability to
see wAtten or arithmetic details <,
accurately and quigkly ctoa id clerical

errors. : .
High -~  Low-Average
~ High-Average " Low 1

5. Mechanical Reasoning -- ability to under-
- stand mechanical principles and devices.

___High ' Low-Average
High-Average Low =~ | Y
Lo | ) 4
, ' o S
o . 1,’“




s . | )
WORKER CHARACTERISTICS == . ‘ SOURCES OF -
PREFERRED OR REQUIRED : | INFORMATION

R - .

6. Space Relations -- abilitj‘to see and undei-
stand forms and relationships in space
(1n three d1mensions)

High ) ' ;Low-Average

High-Average B JLow

Ly

7. Lanquage Usage: Spelling -- ability to spell
words correctly. v

4 }l High i Low-Average ¢ T
_High-Average . Low
4

8. Language Usage: Grammar -- ability to ‘
distinguish between correct and improper
grammar, punctuation, and sentence

wordinq ' -
/ High Lowaveraqe

High-Average Low

—

B. Which of these areas of interests usually
contribute to worker success and satisfaction
in this occupation? (Check as -many ‘items as
apply to this occupation.)

Engineering, Physical Science, Mathe-
matics, Architecture

Medical‘anduBioloqical Sciences

A

S Business Administration

-

General Teaching and Social Service

__ Humanitie- , Law, Social and Behaviokal
Science -

_Fine Arts, Performing Arts

Technical Jobs

A e et el s 20 2 A S,

t

Busfness. Sales

R - .
a I . N , b{l!‘. 9
- . - L. - . od
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' WNORKER CHARACTERISTICS - . SOURCES OF -

PREFERRED OR. REQUIRED - ‘ , INFORMATION

Mechanics.-lndustrial Arts - ‘ o A
Construction'Trades} a "b o ! S
Business, Secretarial-Clerical ~ - | N

General, Commertcal Service, L 1. [ -
Public Service : Y .

“

Cy C. What activities are performed in this job
- which require successful workers to have

certain- Ehgsicai attributes (appearance,wi
health, body structure,. ac of handicaps-

v or 1imitations)7

Sedentary--a lot of: sittinq, li
pounds maximum, very iittl
carrying or standinq

Light to medium--iifting .up: to
or carrying up to 25 pound '

— Heavy to very hea&}--iittiﬁq 5 . dO -
. pounds (or more) and carryinq‘Zg to 50 ‘
>~ pounds (or more). = - 1 .

4

Involves cTimbing and baiancing -

Involves stooping. kneelinq. crouchinq. .
or crawling -

Involves reachinq. hand1ing, touchinq
skills -

3

o/ Involves abilitybto seevcieériy g . _2_

» P &

Involves mostly standing“

Involves mostly sittiﬁg
«
—___Involves bhoth standing and sitting fairly
equally . - . .

Involves considerable wé]king
- Demands an attractive, neat appearance

Other physical demands (specify)




»
)
,‘ *

W .

L s Involves uorkin? alone much of the time;
“‘43“ ' no relatiggsh

A {will be available *for a. l‘ong time

Involves worker being his or her own boss.

Requires attainment of particular goals. anq'“-

Involves giving ordets 'to ‘someone else and

T

s

=Requires repeatinq the same task many times

Requires worker(to carry out new projects, p

Involyves, opportunities for advancement

Prbvides 0pportunity to challehge workzr s’

SOURCES OF
INFORMATION .

W“diseu this‘ job- include which
e 'need for 'a worker tovhave
r certain personal and
% (Check as many Ttems as apply

..
e

Involvethelping other people ‘ ’,;{ b

Involves working -with otHers/dealing'with
s¢ people frequently\gnd in. depth

ps’ to other people A

—-. Involves prestige' baving

ijpect of
people - ) mar

iy -

Involves:working in a. pleasant surr0unding é‘j

*

Invélves zlot of job security,\ position |

making own decisions o

I

good standards of achievement

@

« be creative

sup?rvising their, act‘vities o

Requires mostly taking orders from someone
else who is helpful and considerate

Has many duties with frequent change

talents .and mind

Requ‘res performance in stress, risk and
difficult situations ‘

g

P ) .‘{\_'>

\\/%CN.

2



-y

\, < - - ~ . L Y
- s o o
" i - ,* . - - "_ s . / L
" WORKER CHARACTERISTICS -~ - SOURCES OF  * :
PREFERRED OR REQUIRED ~ INFORMATION .
1) = : ( — - : - - K
! Requires- responsibility and effort in -’ '
carrying through on work tasks
o / .
Involves working independently, usinq ’ -
" own ideas, making decisions after
consideratidn of facts * 3 A
L Requires consideration of the feelings of ‘ _ v
.~ . others; demands effective re]ationsh1ps , ~
with other people’ . .
Requires ‘that worker conxr1butes to qroup
act1v1ties works well in group '
____ Other actmvities (specify) - /, Y A
] : j . . - , - I
. »‘1 J
( » ( B
2 - = o
£, i .o? \ .- ) L ' A Lo
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Y EDUCATION AND TRAINING -- ,. SOURCES OF
N PREFERRED'OR REQUIRED

.

INFORMATION

— -

What Jevels of formal‘ education are usually .
preferre?_bf?requ red for s occupation?
(Check all items which apply to this
occupation.). - R e

- o
- /

) o
Less than high scGoo]
. 1east.two years

I

.

é?aduatioﬁ (at.
. - ¥

High school graduat}dn_
- - © , .
, Post-high school* courses, no de&%ee
¢ L . | // s

& : ‘ Junior college, associate deqree
required or preferred (two years)
. ¢ -~A) . R - .‘,.

, - __ Postgraduate vbgational-teffhnical |

’ ining -- no degree, -

pecify) ?g\‘ﬁ

.__\Vocational-technical training (specify,.
V7 \ 1nclude time necessary to completé the.

t!raigi ng) S

N university) - g
Master's. degree (five to six years of
- - college or university) .

Pestgraduate professional degree.

( -~
S i
. N .
Y

.- /’ ) o N .
'”5 Docfor's “degree

m

R . Other (specify)

\ . ¢ ! :
B. What-training other than formal education is
~~ usyally preferred or required for this occupa-
tish? (Check all- jtems which apply to this
occupation.) " '

~\

On-the—job‘traihing (épeqify amount of
training time) ‘ .

: @usﬁneés schodr”(specify'ﬁumber of years) .

M

. ~ Bachelor's d%gree (four years of -college or|"

. ) Apprentice=hip (specify amount of tfaininq,

: 4 .
\‘ . : 1/

‘ : . o S D
O . ' ; . -‘ ;__g-\) i
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Y . _ . T A S
N - .
'EDUCATION AND TRAINING -- SOURCES OF . /
- PREFERRED:OR REQUIRED e IN?ORMATION .
\ L , : «
In plant training {specif it of o
. In plant training (specify amount of P -
o . training tiﬁe) . ?élf/
[ \' . "
N Esipnt1a1 eXper(gnce in sim11ar jobs oL, )
o Private instruction C . .
- Other (specify) | ‘ 7T
C. What hi?h séhoo1'subgetts would a person going !
1pto his career find*particularly useful?
o . Commer{ ca - Scfencé
o
) Genera1 History y
v Industr1a1 Arts Geography .
- . L ‘ {
Home Economics Edonomics » ,
( “ \Enq1 ish_ Psychiology  ~ S
- Mathematics- _ Art .
Health/Physl. Ed. Music '
}2 _ _ . A Appreciation- 1
- . o - QOther (spgcifyz o .
o £ . ) - < ‘
o oy
¢ . ' !
: (
\ SR
. . o |
] ‘Q“: '
. " \
k.- . - .
/ /
- § . ’
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A

_ SOURCES OF

WORK SETTING AND NORKfCONDITIONS - INFORMATION
. S B .
~ A. In what geographical areas would I probably

be located if ! worked in th1s occupation?

¥

! ’

B. What working conditions are usually
associated with this occupation?

Mostly outside ' ot
Mostly inside
Both inside and outside

Worker exposed to extreme cold plus
/ temperature changes ’

- Extféme Heatﬂp]us temperature changes
_____ Wet and humid conditions

Noise, v1b;ations usual or frequent
_____ Hazardous cond1t16ns usual or frequ‘l[

Dirt, dust, odor, or fumes usual or
frequent

Work customarily done on weekdays,
Monday - Fridav

35-40 gours week normal

Shift work usual

Overtime normal

Overtime urusual

Occasional weekend work

Frequent weekend work

—— e

Frequent night work

Y

Work usually seasonal; seasonal laynffs |
occur

Ty




NORK'SETTING‘AND WORK CONDITIONS

" SOURCES OF
. INFORMATION

0vert1me‘often seasonal
Occasional travel
Frequént travel

Other'(speéify)

-~



WAYS OF ENTERING‘AND ADVANCING P _ SOURCES OF
IN'THIS OCCUPATION. | INFORMATION

A. what are the typical procedures for entering
this occupation? (Check all items which app]y
to this occupation.)

___ Direct app11cat1on

* ___; Civil service exam1nat10n
- Other examination
____School placement service
_____ Professional society ;r a§soc1at10n
L Commerical émployment agencies
o Public employment agencies
_____Apbrenticeship
_____Auditién
_____ Formal training program
_____ Hobbies
____ Experience in related fields

Demonstrated talent

Other (specify)

B. Are‘there_obportunities for advancement in this
occupation? Is there a ladder of promotion?
If so, what is it?

/‘\‘




WAYS OF EN+ERING AND ADVANCING SOURCES OF

IN THIS OCCUPATION INFORMATION
- | ,

A}

C. If there are opportunities for advancement,
what is the method or methods by which a
person can advance in this occupation?
(Check all items which apply to this
occupation.)

____.App;ent1ce to joWppeyman to.master
___ Seniority ' |
___ Experience

—__On-the-job training

Additional education )

Other specific qualifications neéde? for
promotion (specify)

Examination (such as civil service for a
higher level)

Demonstrated capability and initiative
leading to. promotion

Productivity




| g ) f isouRcs-:s OF
SPECIAL 'REQUIREMENTS OR QUALIFICATIONAS- mrommmn

\ A. Are there any special training requireménts
. : for this occupation? (If "yes", Tomplete
: the details in this table.) :

YES ‘ ' - NO

—— — C

Length of Training ‘. Type of Training
Period - Required-

___ Short demonstration . -
on1y ‘ o *

___Up to 30 days
training

___Up to 3 months "
" training Sy

Up te 6 months - 4
training

___Jfver 6 months
training

i
Vi

__ Up to 2 years iy s

#43

___From 2 to 4.years

___From 4 to 10 years

__ Over 10 yea"rs

B. Are there any special qualifications for this
occupation? (Check all items which apply to .
, this occupation.)

s

..w"’ ~

License (If so, specify what type, etc.)

Cert1f1§at1on (If so, specify what type,
etc ’

15
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S ’ , SOURCES OF
. SPECIAL REQUIREMENTS OR QUAL-IFICATIONS . INFORMATION
wn T _ J L .
SRR Union Membership (If so, specify T
/ _ what type, etc. )
' Other qualifications (specify)

1 | ‘ ) 7

Y i
N
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¢

- - L SOURCES OF
. BENEFITS AND;E@PLOYMENT OUI}OOK ' INFORMATION -

/ @

- : A. If 1 took a position in this occubation, .
. .- what might be my earnings range (1) imme-. ‘ , S
- - - diately; (2) two years after I started;

\

b—

(3) five years after I started? (Check ' L
only one item in ®ach column,)

4

Kfter Two After Tive | .
Immediately- Years Years

— ———— —

. Under $3;060, -
$3,000-3,999 - :

—_— 5 — —

4,000-4,999 n
aa Y :
5,000-5,999 ;
6,000-6,999 | ) I Y
7,000-7,999 S —
8,000-8,999 \ | - rf/ c
9,000-9,999 ' .
*10,000-10,999
11,000-11,999
12,000-14,999
15,000-17,999
18,000-20,999
21,000-24,999 R
25,000 up .

4/ E Earnings often, . ) :
g seasonal o 4.

§easona1,,smnner
only

No information
received .

17 -
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BENEFITS AND'EﬁPLOYMENT OUTLGOK

‘( « . 3 oy . l
! » ) AX

_ SOURCES OF

INFORMATION

What fringe benefits do workers in this
occupation usually have? (Check any 1tems
which apply.)

‘ Paid vacation (How much time éach
year’ ‘

Life and hea]th insurance
__ Sick leave
____ Retirement plan
_____ Bonuses

Commissions

Share~the-profit plans
Other special benefits (specify)

-

What s the future emp]oyment‘out1ookvfor th.
job?

Increasing A table--remaining
‘ t. present level

Decreasing
&
What factors affect changes 1n "the emp1oyment

outlook?
*s

How does- the supply of workers who are qualified
for occupation compare\;othe demand?

7

—+-
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-7 U.S. DEPARTMENT OF LABOR °

. B . ' %
EMPLOYMENT STANDARDS ADMINISTRATION  +
' ‘Woumen's Burmau ' oy o
. o7 - . WASHINGTON, D.C. 20210 /. - s
AN L T e L SNy \_ ' A
/ : . WOMEN WORKERS IN GEORGIA, 1970 / I L
A ' * ' . B “' S )L T
' » A AIl Women Workers . ' - _ .
Labor Force Status’ : ' .

During the ‘sixties, the proportion of women in both'the population ,

and the labpr force of: Georgia ihc eased considerably. The population 3 ;I

of women 14 years of age and over Xose by 24 percent between 196Q and , i

1979Q; the.humber of women workers increagkd by 40 percent. .

Al . . N U

: ‘In/§970 there were 730,033 women 16 years of age and over in the

civilian labor force, accounting ﬁor\éofpercené of a1l workers (table.T). -
. About 45 percent of all women’ were workers. In addition, 5,075 girls .
34 and 15 years of age were in the labor force. )
More than 32,000 women workers were unemployed in 1970," eating
a 4.4 percent unemployment rate. The rate for men was 2.4 percent.

Age ‘ . ;- 2
qmbmen's,pérticipghign-fq‘the labor: Yorcé varied considerably by = -

age. There was ‘only about one-fifth (19 percent) participation among R
 those 16 and 17 years of age, since most of these young women were in C

school ‘during the census month. But in all- the age groups between

18 and 64 years, there was participation of ‘44 percent or more, with ~ o
- the highest rates shown by women 22 to 24 years (58 percent) and 35 ‘

to 44 years (57 percent). The rate for those 65 years and over was 10

percent. - - ‘

Education .

Georgia women 25 years old and over had attained a median of 10.8 .
years of schooling. Nearly.one=fifth (18 percent) of the women 16 to
‘64 years of age with less than 15 years of schooling had received some
vocational training. SN :

) ) ,
Marital Status

- Three-fifths of the women workers in Georgia in 1370 were married
and living with their hisbands. Of all married women, about 4L42,000; 4
or 45 percent, were in the labor force. Of the single, widowed, 4¥- ’

vorced, or separated women, more than 289,000, or 44 percent, were workers. I

-

>

Note.--Unless otherwise jndicated, data in this report arg far April
1 and apply to persons 16 years of age and over. - -

)

-\
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. o . ’ A . o v
o . Working Mot;ers qnd Family‘Heads , '_,f‘t PR o K S
v Voot T -~ L ° yt‘” e o
» »Tbrtyvexght percent of a1l Georgia, mothers with own ch;idren under -
“* 18 years. of age were 1n the labor'foree in 1970, nd these mothers' '
) represente& bl percent “of the female _work ' forcé . »More than.187,000

L mothers.with.children 6 to 17 years of age qnly, or 46 percent.of all

_f-’-»" such mothers in the pOpulation, were in the labor force.. About 136,000 -
© L, ‘mothers with children’ -under 65 -or hl peércent of those in the population,.
' ’ ‘were workers. ' : C SO .
4 . Mbre than 150, OOO families, or 13 percent of all families in Georgia,

| were Headed By womeh. OF the 42,525 women family heads with related

X childred under -6, (60 pefcen:zwerdfin the labor ﬁorce. "About 26,000 women

I

P

with ¢hildte under ‘6\hegdgq/ families where: 1ncomeé were berw the poverty
level;}/ hQ” rcent of thes# wohen were workers.,:wgr:7<.
o« ‘.Occupgtions : \121 VR . ..
. .1 . " Thirty percent of the employed women in Georgia were clerical worker
(table 2). A smaller proportion (21 percent) were operatives, including »
%ranspoft while 14 percent each were professional and technicalwworkers
d service workers outside the home. Private household workers (8 .
percent) made up the next largest group.

A slightly different pattern is presented by the roportion women
) were of al® persons working in the various occupation oups. They
made up 97 percent of the private household workers, 73 pegcent of
clerical workers, 58 percent of service workers outside the home, L8
percent of operdtives (except transport), and™+6 percent of professional
and technical workeps (table 1). They were only 16 percent of all’
, nonfarm managers ami’ -administrators, while their proportion was lowest
(h percent) among transport equipment operatives.
Of the 28,14k wnemployed women who had worked during the last 10
years, T ﬁercent had been employed in professional, technical, or ~
-~ managerial work (tdble 2). Twenty-nine percent had worked as operatives
" (inéluding transport), 23 percent.had been employed as clerical workers,
o and 17 percent had been service workers outside the home .

Family Income | ' !

. The. mean income for Georgia ?Lmilies headed by women li years of
age and over was only $5,119 in’ 1969, as compared with $9,491 for all
families.

' . '\‘ “
. . . 4
l/ The poverty level is ba§§ on fﬁe Social Security Administration ]

poverty thresholds, adjusted annu 1nzhccordance with the Department
of Labor's Consumer Price- Index. lass ied as poor in 1969 were those
nonfarm households where total money infome was less than $1,840 for an

L unrelated individual; $2,383 for a couple; and $3,743 for a family of
’ four. (The poverty level for farm families is set at 85 percent of the
Icorrespondlng level for nonfarm families.) v
. 2
. ,
({ . , ’ N
¥ ’ -
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i . - N . ,

e 'More than 192 000 famllies, od I¥spercent of all families, *had”
incomes 11\1969 below the poverty level. One-third .of these poor - T
femilies wére headed by women. Of all famblies headed by women in Georgia,
b2 percent had incomes’ bekow tne poverty, 1eve1. .

~ L)

~

Most- (8¥ percent) -of the 63,628 women family heads\with incomes below

* the poverty level had related children under 18 years of age; ulvpercent

had caildren uhder age 6: ‘

- s

o . 1 .
¥ ‘ ; L Q‘ , ; >
-~ Black Women Workers
’ B ' . . ‘t N 8 f - ’ R ‘ T A
- . ) . . o
- Labor Force’Status SRV AR ¢ - B

J
Black women made up almost one~fourth (24 percent) of Georgia's - et

female civilian pOpqlatlon ‘and .26 percent of its female c1v1lian Jabor
force in 1970. ‘Nearly half (49 percent) of all black women wers workers
(table. 2) ..

Among all black workers, women were 47 percent. These women had
an’ ungmployment rate of 6.6 percent. The unemployment rate for blgck
men was 3.9 percent. .

Age o

About 15 percent of black women aged 16 and 17 and 37 percent of those
18 and 19 were in the labow force. There was participation of 53 percent
or more in all the agé: groups between 20 and 6& ”ph the highest rate -°
(65 percent) shown by women 25 to 34 and 35 to 4 Years. The rate for
those 65 years and over was 1b percent. 2 ' :

‘

Education

-

Black women 25 years old and over had completed a median of 8.3 years,
of schooling. Among those 16 to 64 years of age with less than 15 years
of schoollng, only 1k percent had received some vocational training.

\

Marital Status,

/

Forty-five pegrcent of the black women who were single, widowed, v

divorced, or separated were in the labor™foxce. Of those who were
married with husbands present, 54 percént were workers.

Working Motéers and Family Heads

P

With a labor force participation rate of 5O percent, black mythers

" exceeded the participation rate of all mothers. For black motheuj with

own children under 6 years of. age, tne proportion in the4iabor force
was 5% percent.

| N |
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,0ccupations
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/‘¢ Fam]lxﬁIncome / v . v
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Of all black. famiiiés5 28 rcgnt were headed by women. Of the

. women family heads with related! hildren under 6 58 percent were workers.
Among 'the 19,000 poor women family heads with‘children under 6 51 percent

» were im the. 1abor( orce. . i

b

‘~/. N " =

)2
More than half (52 pengent) of the black employed women in Georgia
.were in dervice work ‘inside or outside “the hore (table 2) s, A mgch
smaller proportion (29 percent) were operatiyes, inclUdlng transport.
Although black women.were only 26 percent of{all employed Georgia women, "
they were 90 percent of all: women private household workers, Lo percent

L

., of \women farm workers, Ls. -percent of women. sirv1ce workers outside the, *

home, and 42 percent ef women nonfarm labore¥s (table - 3) On thef'other
hand, théy were only-18 percent of women professional and technical’
workers, 9 percent of women.clerical workers, and 8 percent of women ./
nonfarm managers and admlnlstratprs.

. Of the 10,972 unemployed black women who had worked during the last
10 years, U4 percent had had experience in professional, technical, or.
managerlal work (table 2). Forty-nine percent had been service workers

-inside or outside the home, while 2k percent had been operatives (including

transport). . - ' .

-~ /

The mean‘::}ome in 1969 fory

years of age and over was only

only $5,668.

ack families 'headed by women lh
819F For all ®black families, it was

s

of all families) had incomes in 1969 below the poverty level, arnd more
than ywo-fifths (L2 percent) ot these poor families were headed by

women. Of all black families hbadeg by women, 60 percent had incomes
below the povéerty level. Most of the female. heads of" poor black fgmilies

(85 pegcent) had related children under age 18; L6 percent had children
under . . i .

Two-fifths of 4ll black families (more’ than i;uble the propd%tion

Spanish#OEQgin Women Workers v
Labor Force Status - - . o .

a

Women, of opanish orlﬁln in Georgia made/hp 1ess than 1 percent (0. 5
percent) of both the’female civilian population and the fepple civilian
1ab@%)force in 1970. More than—two-fifths (41 percent) of all Spanish- 'f
origin women were in the labor force (table 2). y
. . /

Thirty- eight percent of the workers f Spanish- -origin were women,r
and these women had an unemployment rate/of 6.5 percent .

The unemployment
rate for 3 panish origin.-men was 2.3 percent. - ’

\ \ © ¢ ’ , .
. (v
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\
One-fourth of Spanish-érigin women aged 1€ and 17 were in ‘the- labor 8 E
. force. ' There was participa¥ion of 41 percent or more in all the age.groups -
‘ between 18 and 6h .with the highest rate (51 percent). shown by .women 22 .

f “to 2y years of age. The rate for. those 65- yeers and over was 8 ‘peroent .

LN o

_ Educatfon» - . - {f . -
_—! ’ ) : o

7

The. médian school years completed by women 25 yearq of age and over T
was 12.6 years, Seventeen percent of the women 16 to 64 yedrs of age \g
with %éss than 15. years of schooling had received some vocational training

A

Marital Status ‘ | a ,‘ : T

About hl percent of the Spanish=- origin women' who were married‘and . .
living -with their husbands were in the labor force. Thy participation .
rgte\bf those who were single, widowkd, divorced, or separated was 42

....

‘pércent. )

i

_ Working Mothers and Family Heads

A " Nearly two-fifths (38 percent) of Spanish-origin mothers were workers%,
The labor force participation rate of those with own children under age
6 was 32 percent. Women headed 400 Spanish-origin families (6 percent
of all such families),'and T3 percent of these women were in the labor
. force. ) ' Co

4

Occupgtions

Spanish-origin women were less than 1 percent (0.5 percent) ‘of all
' empleyed women in Georgia in 1970 (table 3). More (37 percent) were in '
clerical work than in any other §ccupation (table 2). The next largest
proportion (23 percent) were professional and technicgl workers, while
d2. percent each were operatives (including transport) and service workers
outside the~§ome. Only 4 percent’ were nonfarm managers and administrators.

. Of the 220 unemployed Spanish-origi#n women who had worked during
the last 10 years, 7 percent had had experience in professional, technical,
and managerial work (table 2). About S5k percent had been employed as ;
clerical workers and 27 percent as operatives (including transport). 3

Family Income

The mean income in 1969 of femllles headed by Spanish-origin women
14 years of age and over was only $5,128, while that of all families of
Spanish origin was $11,500.

Nine percent of all Spanish-origin families ‘had incomes in 1969
below the poverty level. Women headed 135 of these poor families.
More than one-third (34 percent) of the 400 families headed by women
of Spanish origin were poor., Nearly all (92 percent) of the Spanish-
N origin women, family heads hdé related children under 18 years of age;
39 percent had children under 6.

r'/




Table.l.--Fmployment Status‘and Occupations of Employed
Persons in Georgia, by Sex, 1970
' )

(Persons 16 years of age and over)

L \
. o, Women as
Employment status ‘ A percent
and occupation “ Total - Women Men of total
Employment Status-
Civilian®population 3,038,186 5636,160 1,402,026 53.9
In civiliah labor force 1,805,019 ° 730,033 1,074,986 Lo.k
Ehﬂ'ployied . 1,7 ,7 9 97, 02 l,o ’ 7 39'9
_ Unemployed ot o 58,250 32,231 - 26,019 55.3
Not in Imbor force Y * 1,233,167 906,127 - 327,040  73.5
Occupation ¢ ‘
Total : 1,746,769 697,802 1,048,967+ 39.9
o . -~ o . :
JFrofessional, technical,
" workers ) ° 208,985 - 95,649 113,336 45.8
Managérs, administrators (except o=
¥ . farm) : . 147,325 2,187 123,138  16.4
Sales workers 121,058 43,422 77,636 35.
Clerical workers 285,718 208,32k 77,394 72.9
- Craftsmen, foremen 2k2,292 13,386 228,906
Operatives (except transport) 292,549 140,428 152,121  4B.0 °
Transport equipment operatives C 72,716 2,961 69,725 41
Nonfarm laborers 91,020 2,74 82,279 9.6
Farmers, farm managers 28,925 1,672 27,253 5.8
Farm laborers,. foremen - 32,919 €,506 26,413 19.8
Service workers (except private ' .
household) 166,321 97,101 69,220  58.4
- Private household workers 56,901 - 594395 1,546 g7.3

Sources U.S. Department of Commerce, Pureau of the Census: '"Census of Popula-
tiorn: 1970. General Social and Economic Characteristics, PC(1)-C12."

A
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Table 2.--Labor Force and Occupetional Status of Geargia
Women, by Ethnic Group, 1970

/ (Women 16 years of age and over) . '

Lebor force statve ) ; All Spanish
and occupation women Black  origin
- . ‘ : ,
Civilian Labor Force . :
umber : ) 730,033 193,140 3,671
‘articipation rate : 1’&1;.6 / (8.6 1.2
'omen as percent of all workers Lo.k 1/46. 7 2/38.3
ccupation of Employed
Number 697,802 180,442 3,432
“Percent 100.0 100.0 100.0
refessional, technical workers Y - 13.7 9.5 23.0
ansgers, administrators (except farm) 3.5 1.1 3.9
ales workers 6.2 1.7 T 8.9
lerical warkers r © 29.9 10.2 37.1
raftsmen, foremen 1.9 - L2 1.3
peratives (including transport) 20.6 20.0 11.8
onfarm laborers 1.3 2.0 b
arm workers 1.2 2.2 -3
ervice workers (except private household) 13.9 oL 1 12.3
rivate household workers’ ' 7.9 27.6. 1.0
i . ' . :
ast Occupation of Experienced Unemployed
Worked during last 10 years ' 28,144 10,972 , 220
Percent ’ 100.0 . 100.0 100.0
rofessional, technical, managerial workers ’ 6.7 3.7 7.3
ales workerse ‘ © 6.9 3.1 5.9
lerical workers 22.9 10.4 53.6.
peratives (1ncluding transport) 29.0. 2L .4 27.3
ther blue-collar workers ' 3.8 ¢ 3.9 -~
arm uorkers 2.9 S.8 —=
ervice vorers (except privste household) 17.b 2k, 7 5.9
rivate horsehold workers 10.3 2&-2 --
l/ Black women workers as percent of black work force, A

;/ Spanish-origin women workers as percent of Spanish-origin work Aorce

Sou ce: U.S,. Department ol Commerce, Bureau of the Census;‘?Census of Popula-
ion: 197§. General Social and Economic Characteristics, pc(1)-c12."
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Table 3.--Minority Women Workers in Georgia as Proportion’
of All Women Workers, by Occupation, 1970

(Women 16 years of age and oﬁgr)

[ . 4 e
< ) ) . .
As percent of all
All women workers
_ . : women ‘ Spanish

Occupation workers  Black origin
Occupation of Employed 4 "

Total ' , 697,802  25.9 .5
Professional, technical workers 95,649  17.9 .8
Managers, admlnistrators (except farm) 2h,187 - 8.1 .5
Sales workers - 43,k22 T.2 .T
Clerical workers | 208, 32h. 8.8 .6
Craftsmen, foremen o 13,386 16.7 .3
Operatives (including transport) : ‘ 143,419 25.2 . .3
Nonfarm laborers : 8,7kl ‘b1.5 .2
Farm workers. - - 8,178 k9.2 ol
Service workers (except private household) , 97,101 45.3 AN
Private household workers 55,395 89.9 1l
Last Occupation of Experienced Unempldyed

. - . ‘T* N
RS A
Worked during last 10 years ' 28,14k 39.0 .8
Professional, technical, managerial workers 1,891 21.3 . 8’
_ Sales workers - 1,055 17.1 .7
. Clerfcal workers : 6,439 17.7 1.8
.. Operatives (including transport) 8,165 32.7 T
‘Other blue-collar}workers, : 4 1,070 39.6 -
Farm workers, . - 820 TT .1 T -
Service workers (except private household) k,901 55.h .3
Private household workers . 2,903  9l.3 =
" Source: U.S. Dehartment of Commercé; Bureau of the Census: "Census of Popula-
tion: 19T0. General Social and Economic Characteristics, PC(1l)-cl2."
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